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PREFACE

The research and interviewing for the Human resource Devel opnent
Proj ect | npact Evaluation took place over a six nmonths period
whi ch began in March and ended in August 1995. A two-person

t eam was assenbl ed by the contractor, M and N Associ ates
Limted. The team was conposed of David Miusona (as Team
Leader), who is a Managi ng Consultant at M and N Associ ates and
a Specialist in project managenent, evaluation, small hol der
credit and training; and Gertrude Ngenda (Eval uation
Specialist), Mand N Associ ates senior associ ate Consul tant.

The net hodol ogy used in this evaluation is explained in Section
| . This methodol ogy is based on the | npact Mnitoring Plan
desi gned by AMEX International, Inc. and Creative Associ ates
International, Inc. both of USA. This is the first effort to

i npl ement an inpact nonitoring plan using the franmework at
Mssion level. It is also the first attenpt to focus solely on
in-country training, and a narrow target group.

The team woul d not have been able to conplete its work wi thout
the solid support fromthe USAID/ Zanbia M ssion, in particular
Dr Joseph F. Stepanek (M ssion Director), M Val Mhan (GDO),
Ms Asina Sibetta (HRDO. The HRD Project staff, in particular
M W I bur Jones (Project Inplenmentation Oficer),

M Max Sichula (Training Coordinator), M Wrson Chi sanba

(Trai ning Coordi nator), nmenbers of the Project Executive
Committee (PEC), the HRD forner participants who spent tinme
conpl eti ng questionnaires, answering questions as case study
subjects and attending focus group interviews enabling the team
to gather a wealth of data on the inpact of their training.
Finally, the teamis grateful to M Kanbidima Witela for
processi ng and anal ysing the research data and M and N

Associ ates support staff for their various contributions. The
teamis grateful for the time and interest shown.



EXECUTI VE SUMVARY

BACKGROUND TO USAI D/ ZAMBI A S HRD PRQJECT

The USAI D/ Zanbi a M ssion has been active in training

Zanbi ans for over 30 years, under a variety of Programs. The

M ssi on supported training under the regional African G aduate
Fel l owshi p (AFGRAD) Program |, 11 and IIl which ran from
1963-1993. In recent years the M ssion has sponsored training

t hrough the AFGRAD successor Project, African Training for
Leadershi p and Advanced Skills (ATLAS), another regional Project
for technical degrees and short-term post-graduate studies.

The first Mssion bilateral training project to sponsor
in-country training was the Human and Institutional Resources
Devel opment (HIRD) project. The H RD, which was inplenented
from 1985 to 1991 by an institutional contractor, focused on
public sector training.

I n 1991, USAI D/ Zambi a began participating in the regional

Human Resour ces Devel opnent Assi stance (HRDA) Project which had
beconme avail able to Mssions in 1988. Each HRDA project is

desi gned by the participating Mssion in cooperation with the
host country. Funds are obligated through a Limted Scope G ant
Agreenment - (LSGA) between the USAID M ssion and the host
government. The first LSGA for HRDA/ Zanbi a was signed on

Sept enber 19t h, 1991.

In the first two years (1991-1993), the Project was

managed by a Personal Service Contractor (PSC). USAI D/ Zanbi a
al so continued to rely on the counsel and invol venment of the
Proj ect Executive Committee (PEC), founded under the H RD
Project. The Menbership of the PEC was exclusively public
sector individuals. The chair of the PEC was the Permanent
Secretary of the National Comm ssion for Devel opnent Pl anni ng
( NCDP) .

The focus of the project was deliberated in February 1992 when a
Project Inplenentation Sem nar was held in Livingstone, Zanbi a,
with the facilitation assistance of the Coverdal e Organi zati on
of Washi ngton, DC. Twenty-three key public and private sector
officials and individuals, and USAID staff, participated in this
sem nal event where the training needs, inplenmentation and the
role of the private and public sectors in Zanbia were discussed.?
One of the outcones of the sem nar was to change the nanme of the

This was the first tine USAI D Zanbia involved private sector officials and
individuals in planning a national project.
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project from HRDA to the Human Resources Devel opnment ( HRD)
proj ect, dropping the word "Assistance" since it mght inply an
unequal partnership.



Wth the beginning of a major privatization project by
USAI D/ Zanbia in 1993, the M ssion decided it was inportant to
refocus the HRD project. G ven the contractual limtations of
PSCs in terns of adm nistration and procurenent, the M ssion
signed a Cooperative Agreenent with Clark Atlanta University
(CAU) to manage and inplenment the HRD project for two years from
Sept enber 30th, 1993 to Septenber 30th, 1995. This also had the
ef fect of bringing needed additional expertise in business
skills training and resources to bear on the project.

Under CAU, the HRD project focuses on owners and nanagers

of Small and Medium Scal e Enterprises (SMEs). The project is
specifically aimed at hel pi ng Zanmbi a achi eve market-oriented,
sust ai nabl e devel opnent based on a growi ng, nore influential
private sector. The HRD Project is designed to achieve the
fol |l owi ng:

* Assi st Zanmbia to inprove the managenent of its econony
by expanding the role of the private sector;

* | ncrease the size and viability of Zanbian SMES
busi nesses; and

* Enhance the prospects for long-termincreases in
productivity in the private SMES sector.

Wth the shift in focus also came a shift in the relationship
with the Governnent of Zanmbia. HRD now works with the Mnistry
of Commerce, Trade and Industry (MCTlI) which is responsible for
private sector devel opnent. The Permanent Secretary of MCTI
serves as the PEC Chairman. The nmenbership of the PEC has
changed from one exclusively public sector individuals to one
predom nately fromthe private sector. The transition from NCDP
to MCTI is reported to have been extrenely smoboth. The Training
Sub-commi ttee, which began under HRDA, has continued to be
involved in the design and inplenmentation of HRD project.

THE PURPOSE

The purpose of this Inmpact Mnitoring and Evaluation is to
provi de USAID\ Zanmbia with information to determ ne the val ue of
the training project and justification, if any, for continuing
this type of training. The broad objectives, for which inpact
evi dence i s sought are to:

1. measure or estimate the econom c behavi our change
i nduced by this training;

Viii



determ ne the extent the change was attributed to the
training; and

estimate the extent the training was critical to the
change.



THE METHODOLOGY

This study wutilized mainly primary sources of data, however,
secondary sources were used where appropriate especially in
respect of Case Studies. The main research instrunent for this
study was a postal questionnaire which was sent to 450 forner
trai nees who had conpleted at |east three (3) nonths post-
training period.? Additional quantitative and qualitative data
was col lected through five Focus G oup Interviews and three Case
St udi es.

By closing date for this report (August 25th, 1995) 202

conpl eted questionnaires had been received. Statistically, a
sanpl e of 202 out of a popul ation of 450 woul d be consi dered
valid. Therefore, the response rate of (45% is not expected to
adversely affect the results of this study. Besides, the typical
response rate for a postal questionnaire is between 20 and 40
percent.

The validity of the basically self-assessed nethodol ogy is
soneti mes questioned, however, when such a nmethodol ogy is used
and suppl enented with case studies and focus group interviews
the results are considered valid, because case studies and focus
group interviews provide the necessary controls. In this study
as nentioned el sewhere, case studies and focus group interviews
were used anobng other reasons to validate the results of the

sel f-assessed questionnaire.

THE | MPACT OF HRD TRAI NI NG WORKSHOPS

The analysis of the data collected is presented in the body of
the report, we have distilled the principal conclusions
concerning the inpact of HRD training since 1993. These findings
are grouped bel ow by level in the devel opnent hierarchy.

Due to mininmnumthree (3) nmonths post-training period, courses conducted
after May 31st, 1995 have not been included in this inpact eval uation.

X
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PRI NCI PAL FI NDI NGS

| MPACT ON THE | NDI VI DUAL TRAI NEE

Skill Acquisition: To neasure the HRD Training workshop

i npact on individual trainee capacity and performance, the
Post - Trai ni ng | npact questionnaire included a question
designed to indicate skill acquisition. N nety-nine (99)
percent of the respondents said they acquired basic skills
i n Business Pl anni ng and Basi c Finance. Of the One hundred
ei ghteen (118) respondents who had attended Marketing
Managenment wor kshop, Ninety-eight (98) percent indicated
that they acquired basic skills. Simlarly nost of the
respondents who had attended the rest of the workshops

i ndi cated that they acquired basic skills.

Application of Skills: About fifty-three (53) percent of

t he respondents established Books of Accounts after HRD
training. While seventy-nine (79) percent prepared Business
Plans after HRD training. Seventy-nine (79) percent

devel oped a market strategy after HRD training. Sixty-one
(61) percent prepared Tenders after HRD training. Seventy-
seven (77) percent introduced quality control techniques.

Ei ghty-seven (87) percent introduced inprovenents to
producti on managenent. Eighty (80) percent indicated

i nproved record keeping and accounting. The foregoing would
suggest that the acquired skills were being applied at the
wor k place and therefore, suggests inproved performance by
the former trainees.

The Extent of the Application of the Acquired Skills: Mpst
of the respondents, Ninety-N ne (99) percent (See Table Vi
bel ow) reported to have used the acquired skills in their
busi nesses. O which seventy-one (71) percent put into
practice a great deal of what they learned in the HRD

wor kshop(s). Therefore, there is evidence to suggest that
the HRD training inproved the capacity and performance of

t he trainees.

TABLE VI: | NDI CATI ON OF THE DEGREE OF | MPROVED PERFORMANCE.

Question 10: "How rmuch of what you |l earned in the HRD workshop(s) have you been able to put

into practice in your business".

RANK FREQUENCY PERCENTAGE

None 2 1.0

Xi



Alittle 55 27.2
A Geat Deal 144 71.3
M ssi ng 1 0. 50

202 100




Ni nety-five (95) percent of the respondents indicated that

t hey would reconmend HRD training workshops to others. This
bei ng an overall indicator of the |evel of the trainees’

sati sfaction, we would, therefore, conclude that al nost al
the trainees were satisfied with the HRD training workshops.

| MPACT OF HRD TRAI NI NG ON THE SMEs (I NSTI TUTI ONAL LEVEL)

| npr oved Performance of Firm

As per theory, the trained individual is the agent for
change, however, an institution nust coordinate, energize,
and di ffuse change in order for inpact to occur beyond the
trained individual. |In the case of the USAI D/ Zanbi a HRD
Project the link between the individual and the institution
is strong since the trainee is nost often the owner/operator
of a small business firm Thus, the individual trainee has
consi derabl e control over the firnms' ability to affect
change, if the capacity and performance of the trainee

i nproves, the capacity and performance of the firmis likely
to inprove. Having ascertained that the capacity and
performance of the trainees had inproved after the HRD
training, we attenpted to neasure the inpact on the business
firms.

Firms reported very good performance in respect of the
establ i shnmrent of new markets, Seventy-two (72) percent of
respondents reported that they approached new markets, as a
result of HRD training. The second good performance was
reported in respect of financial managenent, seventy (70)
percent of respondents reported that financial managenent

i mproved after HRD training. The third good performance was
in respect of inproved quality of products/services.

Seventy (70) percent reported that they inproved the quality
of products/services after the HRD training. This

achi evement is inportant because it facilitates conpetition
under free market environment. It therefore, plays a vital

role in the devel opnent of a buoyant private sector.
________________________________________________________________|

Al SO Of S| gn| fi cance was the I'"'mglad to report that since
i nproved fi nanci al attending the workshops, | have been
managenent after HRD actively involved in the pronotion of

training reported by Seventy hi gh val ue crops.

(seventy) perseventy percent

(former HRD trai nee)
of respondents.

Xi i






* The question of whether HRD training was critical to the
changes observed at the institution |evel, received an
overwhel m ng positive response, eighty-three (83) percent of
t he respondents reported that they would not have done any
of the activities without the HRD training. This as an
i ndi cator of the |ikelihood that the change woul d not have
occurred without the HRD traini ng workshop(s), suggests the
criticality of training for the observed changes.

TABLE Xl V: ATTRI BUTI ON
Question 16: "To what extent do you think these changes are direct results of the HRD
traini ng"
Fr equency Per cent age
NONE 2 1.0
A LITTLE 22 10.9
A GREAT DEAL 171 85.1
M SSI NG 7 3.0
* As can be seen from Table XIV above, nost of the

respondents,

observed changes were a direct

These results suggest
i ntervention.

ei ghty-five (85) percent thought that the

results of the HRD training.
a link between inpact
We woul d therefore,

and t he

ot her things being equal,

conclude that the observed changes were direct results of

t he HRD training.

TABLE XV LONG TERM | MPACT ON THE FI RM

Question 19: "Have the gross revenues of your business increased since the HRD training."
Fr equency Per cent age
YES 151 74. 8
NO 37 18.3
DO NOT KNOW 36 3.0
M SSI NG 8 4.0
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The long-terminpact on firms was nmeasured by the increase
in gross revenues of the businesses since the HRD training.
Seventy-five (75) percent of the respondents indicated that
gross revenues of their businesses increased after HRD

t rai ning.

Revenue increases were quite remarkable: over 30% of the
respondents reported revenue increases of over 50 percent.
Therefore, it can be concluded that the training has had a
long-terminpact on the firns and nost |ikely on the sector.

The increased revenue was |argely utilized on business
expenditure. For exanple, only 23% of the respondents
reported having used increased revenue for personal
expenses. The bul k of these revenues were used for:

* Raw mat eri al s/ supplies 63.9% of respondents;

* New product s/ services 44.3% of respondents;

* Equi pments, buildings, and | and procurenent 37.3% of
respondents; and

* Debt service 36.4% of respondents.

The above suggests increased investnent, therefore, the
foregoing confirms our earlier conclusion on the |long-term
i npact of the HRD training on the firmns.

The HRD training offered the trainees other benefits, of
whi ch the nost cited were;

* | ncreased awareness of the inportance of good
managenent skills;
| ncreased confi dence;
* Better separation of business and famly matters; and
* | ncreased notivati on.

XVi



Evi dence from Case Studies: The three Case Studies show

evi dence of inproved capacity and performance of forner

trai nees and subsequent inproved capacity and performance of
the firms. The interviews show continued inmprovenent in
performance in all the case studies, One of the case study
Conmpany (Mal al a Whol esal ers) performed so well that it has
won recognition fromthe | ocal comunity and the
governnment3 The results of the case studies have continued
to support the evidence fromnmail ed questionnaire and focus
group interviews.

Evi dence from Focus Goup Interviews: The five thematic
focus group interviews indicated that the trainees acquired
skills and were applying themin their businesses, several
specific exanples of achievenments were cited. Also there
was evi dence to suggest that the inpact of the HRD training
was positive. These results render support to the evidence
fromthe mail ed questionnaire and case studies.

RECOMVENDATI ONS

1.

On the basis of our analysis it is evident that the HRD
trai ni ng workshops have had a positive inpact on the SMEs
and is inline with the Mssion's current CPSP objectives
and since the total coverage is only Six Hundred (600)
partici pants we recomrend that the training program be
extended so that nore SMEs woul d benefit.

We observed that one of the constraints fornmer trainees were
facing was | ack of access to credit, therefore, we recomend
that the HRD Training Program should work out a systemto
include referral and continuation of the current efforts of
sensitising banks on viability of investment proposals from
former trainees.

We found evidence to the effect that, the nunber of

wor kshops attended had a positive relationship with inproved
capacity and performance of trainees. W therefore,
recommend the continuation of the current practice which
encour ages trai nees who have conpl eted Basic Course to
attend further Training workshops.

Duration of the workshops was cited by nost respondents as
bei ng too short for nobst subjects. W recommend that
wor kshops' duration be increased to an average of three (3)

B See Mal al a Wiol esal ers Linmted Case Study.
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weeks this will enhance effectiveness.
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The design of future training programes shoul d have

provi sion for inclusion of topical subjects such as VAT as
and when need arises. This will ensure continued rel evance
and effectiveness of the training workshops.

The Governnent of the Republic of Zanbia should ensure
effectiveness of such training by providing/and or
facilitating access to soft |loans to former trainees.

The Governnment of the Republic of Zanbia and/or SSIAZ shoul d
ensure continuity of the training programmes even after
USAI D stops sponsoring through a cost sharing approach with
participants. The current initiatives to train master
trainers should continue and in addition, local training
institutions should be identified and encouraged to
participate in the training progranmes so that eventually,

|l ocal training institutions would takeover the running of

t he programmes.



SECTI ON |

BACKGROUND TO USAI D/ ZAMBI AN' S HRD PRQJECT

The USAI D/ Zanbi a M ssion has been active in training

Zanbi ans for over 30 years, under a variety of Programs. The

M ssi on supported training under the regional African G aduate
Fel |l owship (AFGRAD) Program|l,I1l and Il which ran from
1963-1993. In recent years the M ssion has sponsored training

t hrough t he AFGRAD successor Project, African Training for
Leadershi p and Advanced Skills (ATLAS), another regional Project
for technical degrees and short-term post-graduate studies.

The first Mssion bilateral training project to sponsor
in-country training was the Human and Institutional Resources
Devel opment (HIRD) project. The HI RD, which was inplenented
from 1985 to 1991 by an institutional contractor, focused on
public sector training.

I n 1991, USAI D/ Zanbi a began participating in the regional

Human Resources Devel opnent Assi stance (HRDA) Project which had
beconme available to Mssions in 1988. Each HRDA project is

desi gned by the participating Mssion in cooperation with the
host country. Funds are obligated through a Limted Scope G ant
Agr eement - (LSGA) between the USAID M ssion and the host
governnment. The first LSGA for HRDA/ Zanbi a was signed on

Sept enber 19th, 1991.

In the first two years (1991-1993), the Project was

managed by a Personal Service Contractor (PSC). USAI D/ Zanbi a
al so continued to rely on the counsel and invol vement of the
Proj ect Executive Commttee (PEC), founded under the H RD
Project. The nenbership of the PEC was excl usively public
sector individuals. The chair of the PEC was the Permanent
Secretary of the National Conm ssion for Devel opment Pl anning
( NCDP) .

The focus of the project was deliberated in February 1992 when a
Project |Inplenentation Sem nar was held in Livingstone, Zanbi a,
with the facilitation assistance of the Coverdal e Organi zation
of Washi ngton, DC. Twenty-three key public and private sector
officials and individuals, and USAID staff, participated in this
sem nal event where the training needs, inplenmentation and the
role of the private and public sectors in Zanbia were discussed.?

This was the first tinme USAID Zanmbia involved private sector officials and
individuals in planning a national project.
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One of the outcomes of the semi nar was to change the nanme of the
project from HRDA to the Human Resources Devel opnment (HRD)
project, dropping the word "Assistance" since it mght inply an
unequal partnership.



Wth the beginning of a major privatization project by
USAI D/ Zanbia in 1993, the M ssion decided it was inportant to
refocus the HRD project. G ven the contractual limtations of
PSCs in terns of adm nistration and procurenent, the M ssion
signed a Cooperative Agreenment with Clark Atlanta University
(CAU) to manage and i nplenent the HRD project for two years from
Sept enber 30th, 1993 to Septenber 30th, 1995. This also had the
effect of bringing needed additional expertise in business
skills training and resources to bear on the project.

Under CAU, the HRD project focuses on owners and nanagers

of Small and Medium Scal e Enterprises (SMEs). The project is
specifically aimed at hel ping Zanmbi a achi eve nmarket-orient ed,
sust ai nabl e devel opnent based on a growi ng, nore influential
private sector. The HRD Project is designed to achieve the
fol |l ow ng:

* Assi st Zanbia to inprove the managenent of its econony
by expanding the role of the private sector;

* | ncrease the size and viability of Zanbian SMEs
busi nesses; and

* Enhance the prospects for long-termincreases in
productivity in the private SMES sector.

Wth the shift in focus also came a shift in the relationship
with the Governnent of Zanmbia. HRD now works with the Mnistry
of Commerce, Trade and Industry (MCTI) which is responsible for
private sector devel opnment. The Permanent Secretary of MCT
serves as the PEC Chairman. The nmenbership of the PEC has
changed from one exclusively public sector individuals to one
predom nately fromthe private sector. The transition from NCDP
to MCTI is reported to have been extrenely snooth. The Training
Sub-comm ttee, which began under HRDA, has continued to be
involved in the design and inplenmentati on of HRD project.

On March 8th, 1995, a contract was signed with Mand N
Associates Limted to inplenment an Inpact Mnitoring Plan. The
obj ective of the Plan is to carry out an assessnent of the

i npact of the HRD Project training provided from October 1st,
1993 t hrough Septenber 30th 1995.° The purpose of this eval uation
is to provide USAID/ Zanmbia with information to determ ne the

val ue of the training project and justification, if any, for
continuing this type of training. |Inpact evidence sought are

to:

5 For TOR see Appendix |



nmeasure or estimate the econom ¢ behavi or change
i nduced by this training;



2. determ ne the extent the change was attributed to the
training; and

3. estimate the extent the training was critical to the
change.

PRI NCI PAL METHODOLOG CAL | SSUES

The | npact Monitoring Plan under inplenentation in this

report was designed by AMEX International, Inc./Creative

Associ ates International, Inc., based on USAI D/ washi ngton's
training i npact eval uati on nmet hodol ogy devel oped in 1991% and a
subsequent report entitled An Integrated Methodol oqgical
Framework for Enhancing and Eval uating the Devel opnent | npact of

Training: The framework has been applied and tested in various
Countries such as Swazil and, Rwanda, Tanzani a and Caneroon.

This is the first effort to inplenent an inpact

nmonitoring plan using the framework at the M ssion Level. It is
also the first attenpt to focus solely on in-country training,
and on a narrow target group

Al t hough the plan was designed around nonitoring the nanagenent
and i npact of short courses for owners/operators of snmall and
medi um scal e enterprises (SMEs), it is guided by the general

i mpact framework. In turn, the practical application of the
framewor k by USAI D/ Zanmbia is expected to contribute to the
devel opnent of the nethodol ogy.

The Monitoring Plan under inplenentation draws on aspects of
several nodels widely used in evaluating international

devel opnent interventions. These npdels incorporate different
approaches, such as (1) neasuring achi evenents agai nst stated
program goal s and project purposes(using the |ogical framework
as an evaluation tool); (2) reconstructing pre-training
conditions, in the absence of reliable baseline data, based on
perceptions of the trainees; and (3) analyzing Leading

i ndicators that are specific to the intervention. The methods
and instrunents used in this study rely on social science
research, including witten survey questionnaires, focus groups
and case studi es.

Herb Turner, Brenda Bryant, Andrea Bosch. A Training |lnpact Evaluation Methodology and Initial
Qoeration Quide. Ceative Associates, USAID AFR TR EHR Cctober 1991
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Definition of |npact

The net hodol ogi cal framework mentioned above defi nes

i npact as "the econom c,social and political change that results
froman intervention altering the quality of life for a nation
or a designated." subset of the Population."’” Based on this
definition, evaluating inpact should aimto: 8

*

Measure (or estimate) the econom c, Social or political
change i nduced by an intervention (in this case
training);

determ ne the extent the change was attributable to the
i ntervention;

estimate the extent the intervention was critical to
t he change;

reveal how and why the change occurred, in part by
consi dering the design and inplenmentation of the
i ntervention; and

assess the role played by internal and external
factors.

To design or conduct an evaluation of training inpact a
theoretical framework is used to guide the observers to
reasonabl e concl usions. These conclusions in turn can inform
devel opnent pl anners about the value and rel ative efficiencies
of the training. The theoretical framework stipul ates that

i npact, i nduced change, occurs at various |levels fromthe
i ndi vidual trainee through the institution, sector, nation and
occasionally, the region. It recognizes that, while the levels

are interrel ated, an observer can view change through the
assi stance of a construct which requires inpact nmeasurenent at
each of these levels, a devel opnent inpact hierarchy.
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Wth the trained individual as

t he agent for change an
institution nust coordinate,
energi ze and diffuse change in
order for inpact to occur beyond
the trained individual. In the
case of the USAI D/ Zanmbi a HRD
project, the link between the

i ndi vi dual
strong since the trainee is nost
often the owner/operator of a
smal | business firm Thus, the
i ndi vidual trainee has

consi derabl e control over the
firms ability to affect change;
if the capacity and performance
of the trainee inproves, the
capacity and performance of the
firmis likely to inprove.

and the institution is

Devel opnment | npact

Hi er ar chy

Cont i nent

Nat i on

Target Beneficiary

Popul ati on

Sect or

I nstitution

| ndi vi dual



Further up the hierarchy, but largely beyond the control
of the training intervention, the sector nust absorb and
integrate inprovenents introduced by institutions.

At the country |evel, change needs to be supported through
policy enhancenents, nacro-analysis and an econom c and soci al
system conduci ve to change. As the devel opment hierarchy can
hel p us view inpact vertically, stages of the devel opnent
process can help us view inpact horizontally overtinme. A

hori zontal presentation of the inpact, or the devel opnent i npact
continuum allows the evaluator to assess effects of training at
several points in time. The design and delivery of training,
for exanple, can be neasured at the end of a course, while the
application of training can be neasured two or three nonths
after training,

ADAPTED FROM : USAI D) Zanbi a HRDA
| npact_Mbnitoring Plan.

Amex International, Inc./Creative
Associ at es
International, Inc.

and the institutional inpact nay be assessed one to three years
| ater. Thus, the eval uator does not need to wait for years to
det erm ne whether the training has been effective. Further, as
each stage is determ ned to be successful, it becones
increasingly likely that devel opnment inpact will occur.

The devel opment inpact continuum allows the evaluator to

di stingui sh between the preconditions to inpact and actual

effect or changes. Before training can have the desired inpact,
it must be effectively designed and delivered in a way that w |l
increase the trainees capacity. |In turn, the trainee nust apply
the training in a manner that affects the capacity and
performance of the institution. These stages nust occur before
there i s devel opnent inpact fromtraining and thus should be
consi dered preconditions to inpact.




The continuum al so all ows program pl anners and deci si on makers
to determ ne whether the intervention (or the project inputs,
which are found at the left end of the continuum can be |inked
to the sectoral or national goals (at the right end) that the
USAID M ssion is trying to achieve.

These goals are articulated in the Country Program Strategic

Pl an ( CPSP) .

| i nk each project

There is growi ng pressure from USAI D/ Washi ngton to
in the Mssion's portfolio to the CPSP,

especially in the case of bilateral projects. The follow ng
devel opnent inpact continuumillustrates the |inkage.
DEVELOPNVENT | MPACT CONTI NUUM
PRECONDI T | MPAC
| ONS TO T
| MPACT
Devel opnment I ncreas | npr oved | npro | nst Secto
interventio | ed performan ved i tut ral
n capacit ce of perfo i ona | | nmpac
y of trai nee r manc I t
trai nee e of | npa
i nsti ct
tutio
n
Desi gn and Acqui si Appl i cati I nsti Econ | Cunul
del i very of tion of on of tutio omc | ative
training skills, training nal effe | effec
know ed chang cts ts of
ge, es in of i nsti
attitud polic chan | tutio
es I es ges nal
pract chang
i ces, es
proce
dur es

Adapted from :

When a change is identified,

must

USAI D/ Zanbi a HRDA | npact

related to the change.
nature of the relationship between the change and the
i ntervention revol ve around:

* Causality -

and conti nuum a necessary,

9

al bei t

| s each change in the devel opnent
I nsufficient,

Moni t ori ng Pl an.

alink to the training intervention
be established to draw i nferences that the training was
The key questions in determ ning the

hi er ar chy



to explain change at the next |evel?

* Attribution - Can the change be traced back to the
training?

* Criticality - What is the likelihood that the change
woul d have occurred w thout the training?

There are no hard certainties here, no conclusive evidence that
one activity causes a given change, since it is inpossible to
exclude all the factors that affect change or to control the
variables. Nor can the reliability of the data be entirely
assured, since evaluators nmust often rely on self-assessnents
fromthe trainees.
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Since it would be costly to control the variable, and virtually
i npossible to isolate all the factors, end-users of the

eval uati on data nust accept that absolute causality,
attribution, and criticality cannot be proven.

There are many internal factors that influence the extent to
which the training will have an inpact on the individuals,
institutions and sectors involved. |Internal factors are those
that are within the control of the project or the managenent of
the firm For exanple, the rel evance and quality of the
training that is delivered to trainees, determnes, in part,
whet her the training will be applied. There are al so numerous
factors, internal to the managenent of the firm such as the
interest and comm tnent of superiors, coll eagues and

subordi nates to i nplenent change. so, even if a training course
were effectively designed and delivered, skills were
successfully acquired, and the trainee nmade diligent efforts to
apply the training, it would not result in inpact if the

organi sation could not absorb or diffuse the changes.

I n addition, there are nunmerous exogenous constraints or
external factors. These factors include |arger issues that are
outside the control of the project managenent staff or the
organi zation, such as governnment policies, econom c conditions,
and cultural and social practices and attitudes.

THE METHODOLOGY

This End of Contract Final Report is a cunulative analysis of
the previous two interimreports which utilized mainly primry
sources of data, however, secondary sources were used where
appropriate especially in respect of Case Studies. As nentioned
el sewhere the main research instrunent for this study was a
postal questionnaire which was sent to 450 fornmer trainees who
had conpleted at |east three (3) nonths post-training period.
Addi tional quantitative and qualitative data was coll ected

t hrough five Focus Group Interviews and three Case Studies.

Pretesting the Questionnaire

The Post-Training |Inpact Questionnaire was pretested during the
first phase of this study in a pilot survey to test whether:

the design is logical;

guestions are clear and easily understood;
stated alternatives are exhaustive; and

the length of time it takes to conplete the
guestionnaire.

*  * X X
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A sanple of ten Lusaka based forner trainees were chosen using a
stratified random sanpling technique. A sanpling franme of all
Lusaka based forner trainees was used and every tenth forner

trai nee on the sanpling frame was chosen. The questionnaire was
hand taken to and collected fromthe sel ected respondents in

order to speed up the process and avoid | ow response. The
guestionnaires

12



were collected fromrespondents on the third day after delivery.
O the ten questionnaire, eight (8) were collected from
respondents on the third day. The two (2) which were not

ready, one on account of the respondent not being avail abl e at
busi ness prem ses, he is believed to be in the process of

wi ndi ng up his business. The other was due to the respondent
bei ng away attending to a famly funeral.

Seven of the respondents answered all the questions |ogically,
one respondent did not answer one question logically. It would
appear he did not understand the question. The average tine to
conpl ete the questionnaire was 15 m nutes.

The Pilot Survey established that:

The design of the questionnaire was | ogical, the questions
were clear and easily understood, the stated alternatives
are exhaustive and that it takes on average 15 m nutes to
conplete the questionnaire. There was, therefore no need to
revi se the questionnaire.

Data Col | ection

1. Postal Questionnaire

As nentioned el sewhere in this report the principal research
instrunent used was a postal questionnaire. This inpersonal

survey nethod has both advantages and di sadvant ages as foll ows: -

A. Advant ages

(i) Lower Cost: It is cheaper than personal interview ng,
mai nl y because:

* The mai |l questionnaire does not require a trained staff
of interviewers;

* The processing and anal ysis are usually sinpler and
cheaper than those of the personal interview, and

* When t he popul ati on under study is wdely spread
geographically the cost of personal interview ng could
beconme prohibitive.

(i1) Reduction in biasing error: The second major advantage of
t he questionnaire is that it reduces biasing errors that m ght
result fromthe personal characteristics of interviewers and
fromvariabilities in their skills.

13



(iii) Considered Answers and Consultations: mai

guestionnaires are preferable when questions demand a consi dered
answer (rather than an immediate) or if the answer requires
consul tations of docunents or other people.

(iv) Accessibility: As alluded to earlier the mail
guestionnaire permts w der geographic contact with m ni nal
cost.

B. Di sadvant ages

(i) Low Response Rate: Perhaps the nost serious problem is
that mail questionnaires often fail to obtain an adequate
response rate. The reported response rates are nmuch | ower than
for personal interviews;

(i1) No control over who fills out the questionnaire:
Researchers have no control over the respondent’'s environnment,

t hus they cannot be sure that the right person conpletes the
questionnaire. An individual other than the intended respondent
may conplete it.

(iii) Requires Sinple Questions: The mail questionnaire can be
used as an instrunent for data collection only when the
guestions are straight-forward enough to be conprehended solely
with the help of printed instructions and definitions; and

(iv) No Opportunity for Probe: The answers have to be
accepted as final; there is no opportunity to probe beyond the
gi ven answer .

MEASURES TAKEN TO | MPROVE RESPONSE RATE

In order to inprove the response rate, four strategies were
used, nanely;

(1) Sponsorship: Both the questionnaire and the covering letter
stated, that the survey was sponsored by USAI D/ Zanbi a.
Sponsorship affects the response rate by convincing the
respondents of the study's legitinmacy and value as well as
t he perceived sanctions with failure to reply.

(2) Cover Letter: As nmentioned earlier, a cover letter was used
to convince the respondents to fill out the questionnaire
and mail it back. This sem personal letter, anong other
things, identified the sponsor of the study, explained it's
pur pose and enphasi sed the inportance that they fill out the
guestionnaire (see Appendi x |X).

14



(3)

(4)

Type of Mailing: A stanped, self-addressed envel ope was
enclosed to facilitate response.

Fol | ow-up: A followup tel ephone call was nade to al
respondents with tel ephone facility approximtely two weeks
after the first mailing.

The second foll ow-up was a rem nder |letter (see Appendi x X)
and a replacenent questionnaire with a stanped, self-
addressed return envel ope sent at the end of sixth week

For respondents without tel ephone facility only rem nder

| etter was sent.

15



Response Rate

The mailing of questionnaires for Phase | of the study
coincided with a maj or disruption of mail services arising from
the |iquidations of United Bus Conpany of Zambia (UBZ) and
Zanbi a Airways (ZA) both of which were major donestic mail
carriers. Since nost questionnaires were received |ate by
respondents, (after suggested closing date) this m ght have
adversely affected response rate.

Consequently, by closing date for this report (August 25th,
1995) 202 conpl eted questionnaires had been received.
Statistically, a sanmple of 202 out of a popul ation of 450 woul d
be considered valid. Therefore, the response rate of (45% is
not expected to adversely affect the results of this study.

Besi des, the typical response rate for a mail survey is between
20 and 40 percent.?®

ADDI TI ONAL DATA

I n order to deepen and enhance the anal ysis additional data was
coll ected through case studies and focus group interviews as
fol |l ows:

2. Case Studi es:

I n devel opi ng the case studies, we were originally expected to
trace the trainees through a series of at |east three
interviews, each, and report how these trai nees were

particul arly successful or unsuccessful in applying their
training and increasing their business opportunities,

hi ghlighting the |inks between training and change at vari ous
points in time. In this Final Report, we present cunul ative
analysis of the First and Second Interim Reports. Due to the
delay in the comm ssioning of this Inpact Mnitoring Plan, it is
not possible to conduct a third interview before Septenber 15,
1995.

3. Focus Group Interviews:

As a result of the Production Managenent course not being
offered, it was decided to revise the plan for second phase.
The revised plan was to conduct three focus group interviews on
the follow ng thenes:

9 Nachm as C and Nachm as D Research Methods in the Social Sciences
Al ternate Second Edition 1991, Edward Arnol d.
Page 181.
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Busi ness Pl anning and Basi c Finance for Whnen
Entrepreneurs based in the Copperbelt;

Busi ness Pl anni ng and Basi c Finance for Wnen
Entrepreneurs based in Lusaka; and

Busi ness Contracting for SMES.

17



Jointly with the CAU Project staff and with the approval of the
USAI D M ssion, we selected focus group participants. In this
Final report we present cunul ative analysis of the five focus
group interviews conducted over the study peri od.

Dat a Processi ng

Upon recei pt of conpleted Post-Training | npact Questionnaires,
codi ng and data entry was done. A conputer statistical package
SPSS/ PC Version 3.1 for DOS was used to enter data, generate
frequency tabul ations and cross-tabul ations. Quattro Pro 4.0
for DOS was used for graphical illustrations.

The Validity of Results

The validity of the basically self-assessed nmethodol ogy is
soneti mes questioned, however, when such a nethodology is used
and suppl emented with case studies and focus group interviews
the results are considered valid, because case studies and focus
group interviews provide the necessary controls. In this study
as nentioned el sewhere, case studies and focus group interviews
were used anong ot her reasons to validate the results of the

sel f-assessed questionnaire.
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SECTI ON |

THE | MPACT OF HRD TRAI NI NG WORKSHOPS

The anal ysis of the inpact of HRD training, in conpliance

with the theory alluded to in the foregoing section. Begins with
t he individual trainee, followed by Institution and ends with

di scussi on on sectoral and national inpact assessnent.

DI STRI BUTI ON OF TOTAL PARTI CI PANTS | N BUSI NESS COURSES BY
GENDER?!°

As can be seen from Table | below, fifty-three (53) percent of
the participants were fenmal es and forty-seven (47) percent were
males. Wth the foregoing wonen participation rate, the M ssion
has exceeded the regional HRDA target of 35 percent.

TABLE 1 : DI STRI BUTI ON OF TOTAL PARTI Cl PANTS I N BUSI NESS COURSES BY GENDER

10 Apart from busi ness courses, the HRD project also offered other training

activities/courses (see Appendix VIII for details).

19



OSSPSR
oow#‘b. 4
SO

FEMALES

60

30

- EIG[\ELY

PERCENTAGE DISTRIBUTION

I N BUSI NESS COURSES BY

DI STRI BUTI ON OF TOTAL PARTI CI PANTS

PROVI NCE

as can be seen from Tabl e

t

i onal projec

is a nat

t

The HRD Proj ec

(9)

t he ni ne

ts from all

i ci pan

has drawn part

I a.

t

j ec
f Zanmb

bel ow, the pro
provi nces o

I N BUSI NESS COURSES BY PROVI NCE

DI STRI BUTI ON OF TOTAL PARTI Cl PANTS

TABLE 11

20



PROVINCE

LUAPULA

CENTRAL

EASTERN

WESTERN

NORTHERN

NORTHWESTERN

SOUTHERN

COPPERBELT

LUSAKA

KIS
SOPISSISPOA ISR

20 40 60 B8O 100 120
NUMBER OF PARTICIPANTS

140

160

21




22



DI STRI BUTI ON OF RESPONDENTS BY GENDER

As can be seen from Table Il below, fifty-six (56) percent of

t he respondents were males and forty-four (44) percent were
femal es. These ratios indicate that nore nales responded to the
questionnaire and the respondents gender distribution is
significantly different fromthe popul ati on gender

di stribution.? W could not find a plausable reason to explain
the difference.

TABLE 11l : DI STRI BUTI ON OF RESPONDENTS BY GENDER

Femcle (43.6%)

Mdle (56.4%)

11 The popul ati on conprise 53%fenal e and 47% nal e trai nees.
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A

| MPACT ON THE | NDI VI DUAL TRAI NEE

Skill Acquisition: To measure the HRD Training workshop

i npact on individual trainee capacity and performance, the
Post - Trai ni ng | npact questionnaire included a question
designed to indicate skill acquisition.

Ni nety-nine (99) percent of the respondents said they
acquired basic skills in Business Planning and Basic

Fi nance. OfF the One Hundred and Ei ghteen (118) respondents
who had attended Marketing Managenent workshop, ninety-eight
(98) percent indicated that they acquired basic skills.
Simlarly of the respondents who had attended the rest of

t he workshops indicated that they acquired basic skills.

Application of Skills: About fifty-three (53) percent of
the respondents established Books of Accounts after HRD
training. \While seventy-nine (79) percent prepared business
pl ans after HRD training, seventy-nine (79) percent

devel oped a market strategy after HRD training. Sixty-one
(61) percent prepared tenders after HRD training. Seventy-
Seven (77) percent introduced quality control techniques.

Ei ghty- Seven (87) percent introduced inprovenents to
producti on managenent (see Table IV below). Eighty (80)
percent indicated inproved record keeping and accounti ng.
The foregoi ng woul d suggest that the acquired skills were
bei ng applied at the work place and therefore, suggests

i nproved performance by the fornmer trainees.

The Extent of the Application of the Acquired Skills: Mst
of the respondents, Ninety-nine (99) percent reported to
have used the acquired skills in their businesses (Table
VI). O which Seventy-one (71) percent put into practice a
great deal of what they |learned in the HRD wor kshop(s)
(Table V). Therefore, there is evidence to suggest that the
HRD training i nproved the capacity and performance of the
trai nees.
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I'"'mproud to nmention that the courses instilled financial discipline in our activities.
The know edge gai ned fromthe courses has facilitated wonders and a chain of successful
busi ness stories dating back to the time we conpleted the course. The vol ume of

busi ness has i nproved and we have established good working rel ati onships with our

cust oners.

Qur inproving work rel ationshi ps with our custoners has nade us enter into a working
contract with Mnistry of Wirks to supply themwith various itens worth nmillions of
Kwacha. W have already supplied an initial shipment worth K2 million to the Buil di ngs
and Roads Depart nment .

(fornmer HRD trainee)
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TABLE |V: | NDI CATOR CF | MPROVED PERFORMANCE OF TRAI NEE

Question 9. "Wich of the followi ng activities have you done in your business"

BEFCRE HRD AFTER HRD BEFORE &AFTER N A2
Freq. Freq.
% Freq. % Freq. %
%
Est abl i shed
Books of
Account s 70 40.0 92 10 5. 30 14.
52.6 7
Pr epar ed
Busi ness Pl an 29 16. 3 141 5 3. 27 13.
79.2 8
Devel oped a
Mar ket Strat egy
22 14.3 121 8 5. 51 25.
78.6 2
Prepared Tender
20 29.0 42 4 5. 136 67.
60.9 8
I ntroduce
quality control
Techni ques
24 19.7 94 1 0. 83 41.
77.0 8
I ntroduce
| nprovenents to
Product i on
Managenent 12 9.8 107 1 0. 82 40.
87.0 8
I nproved Record
keepi ng and
Accounting 28 16.4 137 3 1. 34 16.
80.1 8

TABLE V: INPUT OF HRD TRAI NI NG WORKSHCP | NTO BUSI NESS

12 N /A = Not Applicable and nissing cases, percentages for these are not valid.
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TABLE VI: | NDI CATI ON OF THE DEGREE OF | MPROVED PERFORVANCE.

Question 10: "How rmuch of what you |l earned in the HRD workshop(s) have you been able to put
into practice in your business".

RANK FREQUENCY PERCENTAGE
None 2 1.0
Alittle 55 27.2
A Great Deal 144 71.3
M ssi ng 1 0.5
202 100

Of the respondents who indicated that they had been able to put
into practice a great deal of what they |learned in the HRD

wor kshop(s), the nmost often cited changes are shown in the Table
VIl bel ow. As can be seen fromthe table, npbst respondents
cited that their understandi ng of business inproved after the
training and that their business expanded.

Table VI1: Changes Mst Oten Gted
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Table VIII on the next page shows
factors nost often cited by Change ci ted No. of
respondents who had applied Gtations
little or nothi ng of what they * | nproved under st andi ng

| earned in the HRD wor kshop(s). of business 34
As can be seen from Table VIII , * Business Plan (hel ped obtain | oan) 20
limted financial and other Ny

resources was identified as a ef fective communi cation) 18
rTB.J 0!’ constrail nt agal nst ) t he * Busi ness i nproved/ expanded 16
ability to apply the training.

There were people who felt that " Able to control expenses 15

the training was too basic, * Target market identified 13
however, investigations reveal ed + Mble to pay self o

t hat such respondents had very

| ow academ ¢ background, none of
t hem had conpl eted Grade 9.
There is, therefore, possibility
that they did not understand the
guestion. It should be noted

t hat none of the respondents I —
i ndi cated that the training
was not applicable to their
needs. This is contrary to
the view that the training was (former HRD trai nee)
t oo basic and woul d support
our opinion on whether the
respondents who said that the
course was too basic understood the question.

It has been very difficult to obtain any
financi al assistance up to now.
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Table MI11: Limting Factors Most Often

Gted
__________________________________________________________________|
Factors dted No. of
Gtations

Ot her constraints identified * Linited funds,
i nCl uded. (1) t 0o nany ot her equipt. naterials/staff 54
demands on the tinme of the former * Too many demands on time 29
trainees; (2) resistance of _ - el T 6 [
fam | Yy menbers to change. It Is advanced training needed 19
expect ed that thesg SMES belpg. . -
|argely fam |y business, decision

i * Resistance of Fanily
maki ng process woul d be greatly e i "

i nfluenced by famly nenbers.

Cross-tabul ati ons indicated that

there was no rel ati onshi P bet ween e — s — —————————
being male or female and ability

to apply what they learned in the HRD workshops(s).

TABLE | X :  OTHER BENEFI TS OF HRD TRAI NI NG

Question 22 : "Wat were the byproducts or other
benefits of your training."

OTHER BENEFI TS Benefit No of QG tation
OF HRD TRAI NI NG

* | ncreased awar eness of the

The HRD i nportance of good managenent 177
training _
offered the * | ncreased confidence 163
trail n_ees ot her * Better separation of business and famly matters
benefits, of 159
whi ch the nost
cited were: * | ncreased notivation 143
* | ner eased * | nproved presentation skills 138
awar eness * New contacts (sources of materials referrals, clients)
of the 136
i nportance _
of 0od * | nformation about
g busi ness Associ ati ons 131
managenment
skills; * | ncreased understandi ng of the
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| ncreased confi dence;
Better separation of business and famly matters;
| ncreased notivati on; and

| nproved presentation skills.
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TABLE X : SINGLE GREATEST BENEFI T

Question 23: "Wiat is the single greatest benefit
you gai ned fromthe HRD training."
Al t hough fourteen (14) Single Geatest Benefit citations
respondents indicated that there
were negative results of the HRD
training, the description of such
negative results indicated that

Awar eness of good
Managenent skills 46

t he respondents m ght not have * I ncreased sel f
under stood the question. For confi dence 42
exanpl e they cited workshops, _ _
they alleged | ack of information ’ Business Pl anni ng

. . Skills 26
about forthcom ng sem nars, |ack
of practice and internal * | mproved Under -
adm ni strative and financi al standi ng of cash flow
problems. We don't see how the managenent 22

foregoing could be said to be
negative inpact arising fromthe
HRD trai ni ng.

Ni nety-five (95) percent of the

respondents indicated that they would recommend HRD training
wor kshops to others. This being an overall indicator of the
| evel of the trainees' satisfaction, we would, therefore,
conclude that alnost all the trainees were satisfied with the
HRD trai ni ng wor kshops.

THE | NFLUENCE OF GENDER ON THE | MPACT OF HRD TRAI NI NG

The vari abl e gender was cross-tabulated with the foll ow ng
vari abl es:

* Ability to prepare business plan;
* | ntroduced i nprovenents to Producti on Managenent,
* Application of the acquired skills;

* Applied for New Credit;
* Change in Ampunt of credit; and
* Revenue increase after HRD training, etc.

In all the cross-tabul ati ons there was no significant
relati onship. therefore, the influence of gender on the inpact
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of HRD training is negligible. This result is supported by our
findings fromthe two thematic focus group interviews involving
Lusaka and Copperbelt based wonmen entrepreneurs.
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B: | MPACT OF HRD TRAI NI NG ON THE SMEs (I NSTI TUTI ONAL LEVEL)

| nproved Performance of Firm

As per theory, the trained individual is the agent for change,
however, an institution nust coordi nate, energize, and diffuse
change in order for inpact to occur beyond the trained
individual. |In the case of the USAI D/ Zanbi a HRD Proj ect the

| ink between the individual and the institution is strong since
the trainee is nost often the owner/operator of a small business
firm Thus, the individual trainee has considerable control

over the firms' ability to affect change, if the capacity and
performance of the trainee inproves, the capacity and
performance of the firmis likely to inprove. Having
ascertained that the capacity and performance of the trainees
had i nproved after the HRD training, we attenpted to measure the
i npact on the business firns. Table Xl bel ow shows indications
t hat change had occurred in the firns.

TABLE Xl : | MPROVED PERFORMANCE COF Fl RVB

Question 13: "Wich of the follow ng activities has your business done since your

training."
ACTIM TY YES NO NOT
APPL| CABLE
Freq. % Freq. % Freq. %
* Applied for new 67 33.3 130 64.7 5 2.4
Cedit
* Approached new 144 71. 6 53 26.4 5 2.4
nar ket s
* | nproved the 58 28.9 139 69. 2 5 2.4
quality or
quantity of
tender s
*| nproved the 141 70.1 56 27.9 5 2.4
quality of
product s/ servi ces
* | ncreased 86 42.6 112 55.4 4 2.0
Pr oduct i on
* | nproved financial 141 69. 8 57 28.2 4 2.0
Managenent

The best performance was reported in respect of approaching new
mar kets, seventy-two (72) percent of respondents reported that

t hey approached new markets after HRD training (Table Xl above).
The second good performance was in respect of inproved quality
of products/services, seventy (70) percent reported that they

i nproved products/services after the HRD training. The third
good performance was in respect of inprovenment in financial
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managenent, better than sixty-nine (69) percent of respondents
reported i nprovenents as a result of HRD training.

i ncreased production after HRD Ve vere inpressed by the standards of
training reported by forty-three the proposal s the participants
(43) percent of respondents. presented to us. They were rich of

i nformation every banker would want to
know before arriving at a good | endi ng

A review of the activities (See deci sion. From our experience we are

Table XlI) shows that only thirty- able to say that such high standard of
three (33) percent of the presentation is largely lacking in the
respondents reported having smal | busi ness sector. This situation

is no doubt partly responsible for the
negl ect of this sector by the |ending
institutions.

applied for new credit. This | ow
figure could be the result of

tight credit policy and high cost
of funds. 3 (Participating banker)

The queSti on of whether HRD '
training was critical to the

changes observed at the institution |evel, received an
overwhel m ng positive response, eighty-three (83) percent of the
respondents reported that they would not have done any of the
activities without the HRD training (see Table X1 bel ow).

This as an indicator of the likelihood that the change woul d not
have occurred wi thout the HRD training workshop(s), suggests the
criticality of training for the observed changes.

Table XII: CRI TI CALI TY OF HRD TRAI NI NG

Question 14: "Do you think you woul d have done any of these activities
wi thout the HRD training."

RESPCNSE Fr equency Per cent age
YES 19 9.4
NO 168 83. 2
DO NOT KNOW 15 7.4
202 100.0
TABLE XI11: PGCsSI BI LI TY OF BUSI NESS SKI LLS | MPROVI NG W THOUT HRD TRAI NI NG WORKSHOPS.
13

During the period under review |lending rates averaged between 40-80
percent per annum Wich m ght have di scouraged nost fromapplying for new
credit. It was also widely cited that the attitudes and policies of banks
di scour age SMEs.
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TABLE Xl V: ATTRI BUTI ON

Question 16: "To what extent do you think these changes are direct results of the HRD

traini ng"
Fr equency Per cent age
NONE 2 1.0
A LITTLE 22 10.9
A GREAT DEAL 171 85.1
M SSI NG 7 3.4

As can be seen from Table XIV above, nost of the respondents,

ei ghty-five (85) percent thought that the observed changes were
a direct results of the HRD training. These results suggest a
i nk between inpact and the intervention. W would therefore,
ot her things being equal, conclude that the observed changes
were direct results of the HRD training.

LONG TERM | MPACT ON THE FI RMS The nost interesting and inportant
aspect of the workshop was the
The | Ong_term i n‘pact on firms was i ntroducti on of Networking anongst the
nmeasured by the increase in gross  SVBS: Since the idea was introduced to
f the businesses since us in Entebbe, | have found it easier
revenues o o : to access, information and concl ude
the HRD training, seventy-five very good busi ness deal s by using the
(75) percent of the respondents network | have established within the
i ndi cated that gross revenues of country and the region.

their busi nesses increased after
HRD training (see Table XV on the

(Former HRD Trai nee)
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Revenue increases were quite remarkable: over 30% of the
respondents reported revenue increases of over 50 percent.
Therefore, it can be concluded that the training has had a | ong-
terminpact on the firnms and nost |likely on the sector.

The increased revenue was largely utilized on business
expenditure (see Table XVII1). For exanple, only 23% of the
respondents reported having used increased revenue for personal
expenses. The bul k of these revenues were used for:

* Raw materials, supplies 63.9% of respondents;
* New product s/ services 44.3% of respondents;
* Equi prents, buil dings and | and procurenment 37. 3% of

respondents; and
* Debt service 36.4% of respondents.
The above suggests increased investnment, therefore, the

foregoing confirns our earlier conclusion on the positive |ong-
terminpact of the HRD training on the firns.

TABLE XV: LONG TERM | MPACT ON THE FI RVB
Question 19: "Have the gross revenues of your business increased since the HRD training."
Fr equency Per cent age
YES 151 74.8
NO 37 18.2
DO NOT KNOW 6 3.0
M SSI NG# 8 4.0

TABLE XVI: PERCENTAGE PERCElI VED REVENUE | NCREASE

14 Ei ght respondents did not answer the question.
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025-050%
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PERCENTAGE RESPONSES
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TABLE XVI1: RESPONDENTS REPCRTI NG REVENUE | NCREASE
AFTER HRD TRAI NI NG WORKSHOP®S

Respondents who did not answer the question are included in the
category of "DO NOT KNOW .
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TABLE XVI | |

Uilisation of

| ncreased Revenue

Question 21 "What have you done with the increased revenue."
YES NO NOT
APPLI CABLE
Freq % Freq % Freq %
* Busi ness 80 43.2 93 50.3 29 14.3
Bank Account
* Loan 67 36.4 105 57.1 30 14.8
Service
* Busi ness 35 19.0 137 74.5 30 14.8
Advi ce
* Training 43 23.4 129 70.1 30 14.8
(Sel f/ Enpl oy
ees
* Additional 41 22.4 130 71.0 31 15.3
Enpl oyees
* Raw 117 63.9 54 29.5 31 15.3
material s/su
pplies
* Equi pt, 69 37.3 104 56. 2 29 14.3
bui | di ngs
Land
* New 82 44.3 91 49. 2 29 14.3
product s/ Ser
vi ces
* Started 40 21.7 132 71.7 30 14.8
New Busi ness
* Personal 42 22.8 130 70.7 30 14.8
expenses

The further

evi dence of the

i npact of HRD training on firns
is shown in Table Xl X on the next
of five (5) activities,

page, out

four (4) reported significant

changes, indicating the inpact on

the firmns.

39

I ndeed, your workshops coul d not have
come at a better time than now when
there is great enthusiasm anong many
peopl e about going into private

busi ness.

(Participating banker)
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Table XIX: | MPACT OF HRD TRAI NI NG ON FI RVB

Question 15: "Since your training, has your business changed in the foll owi ng ways."
Sane as I ncr eas Decr eas Not
Bef ore ed ed Appl i cabl
CHANGE e
Freq. % Freq. % Freq. % Freq. %
* Anount of 23 17.2 34 25.4 41 30.6 104 51.4
credit
* Nunber of 21 11. 6 147 81.2 3 1.7 31 15.3
clients
* Nunber of 22 14.6 94 46.5 1 0.7 85 42.0
contracts
* Amount of 29 15.5 141 75. 4 3 1.6 29 14.3
sal es
* Quality of 15 7.8 162 84 2 1.0 23 11.3
Deci si on
Maki ng

Most of the respondents, ( eighty-seven percent) said that the
above changes woul d not have occurred wi thout HRD training
(Tabl e XX bel ow).

TABLE XX : CRITICALITY

Question 17: "Do you think these changes woul d have occurred if you had not
recei ved the HRD training."
Fr equency Per cent age
YES 8 4.0
NO 174 86. 6
DO NOT KNOW 13 6.5
M SSI NG 7 3.4

EXOGENOUS FACTORS | NFLUENCI NG
| MPACT OF HRD TRAI NI NG SI NGLE GREATEST BENEFI T

CONFI DENCE:  with financial support
fromlending institutions coupled with

The inpact of training is the excel l ent training from HRD
i nfluenced by many other factors Project I'mpositive that all the
i ncl udi ng exogenous factors. e busi nesses left by ny |ate husband are

. oing to thrive and grow.
t herefore, exan ned the extent of el <

the influences of exogenous (former HRD trainee)
factors on the HRD Project
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i npact. The findings suggest that nost of the respondents
(Eighty percent) were affected by the general economc
conditions. The poor attitudes/policies of banks were
identified as the second maj or exogenous factors limting the
i npact of training by sixty-eight (68) percent of the
respondents (see Table XXl bel ow).
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TABLE XXl © EXOGENQUS FACTORS | NFLUENCI NG | MPACT OF HRD TRAI NI NG

Question 18: "Wiat factors do you think limt the inpact of the training on your business."
YES NO

EXOGENQUS FACTCR Freq % Freq %
* Econom ¢ 159 79.5 40 20.0
Condi tion
* Qultural / Legal 39 19.7 158 79.8
bi ases agai nst
woren
* Cover nent 63 31.8 134 67.7
Pol i ci es
* 136 68.3 62 31.2
Attitudes/Policies
of Banks
* Strength of 68 34.2 130 65. 3
Conpetitors
* Availability of 99 50. 3 97 49. 2
equi pnent and raw
naterial s
* Skilled I abour 46 23.1 152 76.4

Non availability of equipment and raw naterials was cited by
fifty percent of the respondents as a factor limting the inpact
of the HRD training. OF the respondents (Sixty-eight percent)
reported that the current government policies did not limt the
i npact of the training on their businesses. As can be seen from
Tabl e XXI above only thirty-four percent of the respondents

t hought that the strength of conpetitors constrained the inpact
of the training on their businesses. Mst of the respondents,
(80 percent) felt that cultural/legal biases against wonen did
not limt the inmpact of training. This was confirnmed by cross-
t abul ati ons, focus group interviews and case studies.

| NFLUENCE OF EXTERNAL FACTORS

Better than half (53.7% of the respondents indicated that
external factors influenced the revenues a great deal, this
result could nmean that the observed gross revenue increases were
partly due to the HRD training, approxinmately 50 percent (see
Tabl e XXI'I bel ow).

TABLE XX : | NFLUENCE OF EXTERNAL FACTCRS
Question 20 : "To what extent did outside econom c conditions (such as inflation) affect
your revenues. "
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Fr equency Per cent age
NONE 10 5.0
A LITTLE 70 34.8
A CREAT DEAL 108 53.7
M SSI NG 13 6.5
NOT APPLI CABLE 1 0.4

44




| MPACT OF HRD TRAI NI NG AT SECTOR LEVEL

We coul d not conduct an in-depth, statistically-based assessnent
of the inpact of training at the sectoral |evel because that is
beyond the scope of this assignnment. However, we did estimte

t he i nmpact through proxy neasures as foll ows:

(1) Menbership of Business Associations: O the
respondents, fifty-three (53) percent were active
menbers of associations, of which eighty (80) percent
were nmenbers of at | east one association, eleven (11.8)
percent were nmenbers of two associations and three (3)
percent were nenbers of three associations. This
measures changes in activity |evel anmong trainees,
which is a secondary objective of the basic workshop
and is also a proxy indicator of inpact on sector. W
woul d therefore, on the basis of the foregoing concl ude
that there is evidence to suggest that the training has
had an inpact at the sector |evel.

(2) Enmployees: O the respondents, forty (40) percent had
enpl oyees between one and five. Wile fifty-four (54)
percent had six (6) or nore enployees. This is an
i ndicator of firms growth and job creation in the
sector and consequently the inpact on the sector.

(3) Ilncreased Revenues: As reported elsewhere in this
report, nost respondents reported increased revenues
after HRD training. Aggregation of increased revenues
serves as a proxy indicator of inpact at the sectoral
| evel .

(4) Increased Investnents: As reported in this report
there is evidence of increased investnents arising from
i ncreased revenues after HRD training, the aggregation
of such changes on firnms is a proxy indicator of
sectoral inpact.

| MPACT OF HRD TRAI NI NG AT THE NATI ONAL LEVEL AND BEYOND

Just |like at sectoral level, detailed study of the inpact at the
national |evel is beyond the scope of this study. However, the
t heory described in SECTION |, suggests that inpact at sectoral

| evel should be felt at national |evel, given appropriate

macr oeconom ¢ policies. There is a tine |lag of at |east one
year, it is hoped that the inpact which has been identified at
sectoral level will eventually be felt at national |evel and
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beyond.
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CASE STUDI ES AND FOCUS GROUP | NTERVI EW6

* Evi dence from Case Studies: The three Case Studi es have
continued to show evi dence of inproved capacity and
performance of former trainees and subsequent inproved
capacity and performance of the firnms. 1In one case a
failing business inproved drastically after the HRD
training. The results of the case studies supports the
evidence from mai |l ed questi onnaire.

* Evi dence from Focus G oup Interviews: The three thematic
focus group interviews indicated that the trai nees acquired
skills and were applying themin their businesses, several
specific exanples of achievenments were cited. Also there
was evi dence to suggest that the inpact of the HRD training
was positive. These results render support to the evidence
fromthe mail ed questionnaire and case studies.

BANK PARTI CI PATI ON | N HRD TRAI NI NG COURSES

CGeneral |y Commercial banks in V¢ therefore consider the Bank's
Zanbi a have not been very Kkin i nvol vement in such training programes
in providing credit to SMEs. as beneficial not only to business

persons involved in the programe but

Several reasons are cited also to the Bank. W are in business

these include: . because of these same busi ness persons,
* Lack of suitable hence the need for us to know about their
collateral; busi ness viability. By participating in
* Appl i cati ons not such programmes we can hel p them

strengt hen their business undert aki ngs.
This woul d hel p us have reliabl e

supported by bankabl e

busi ness pl _an; and custoners with strong financial base.
* Lack of business
managenent skills by (Participating banker)

nost SMES pronoters.

The HRD Project staff have L
successfully attenpted to

sensitise Commercial banks to the credit needs and viability of
SMEs through the utilization of banks in assessing the final
busi ness plans prepared by the participants in the Business

Pl anni ng and Basi c Fi nance courses. A total of eleven (11)
banks have participated in this business Planning activity,

whi ch has been repeated twelve (12) tinmes, covering all nine
provi nces of Zanbia. This arrangenents has facilitated direct
face to face dial ogue between participants and bankers. These
sessions have proved to be very practical with a high inpact
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val ue as regards the devel opment of subsequent rel ationships
bet ween the participants and the banking community.
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CASE STUDI ES

AND

FOCUS GROUP | NTERVI EW6

49



SECTION |11
CASE STUDI ES

| NTRODUCTI ON

The purpose of these case studies is to obtain in-depth
information on a few trai nees who have been particularly
successful or unsuccessful. Three fornmer trainees were chosen
using the followng criteria:-

i) M nimum three (3) nonths post-training period;

ii) In recognition of the fact that 53% of fornmer trainees
are fenmales it was decided that out of the three
candi dates for the case studies, two nust be femal es;

i) Due to differences in the business environnment
anong Urban, Line-of-rail rural towns and rura
towns it was decided that one candi date be chosen
fromeach environnent. It was further decided
t hat candi dates be chosen fromthe foll ow ng
areas: Lusaka Urban, Choma Town (to represent
Li ne-of -rail town) and Kaona town (to represent
off Line-of-rail rural environnent);

iv) It was decided that the three candi dates should be from
different lines of business and sectors so as to have a
fair view of the inpact of the training on various
I i nes of business and sectors; and

V) The candi dates were chosen at random from stratified
sanpling franes.

The studies aimat tracking the progress to better understand
how capacity building, application, performance inprovenents and
busi ness growth are related to HRD training. The studies relied
on sel f-assessnent as well as perceptions of key informants

mai nly staff, clients and famly. |In all the three cases it was
not possible to obtain information fromtheir bankers because

t he Zanbi an banki ng Law prohi bits bankers to divulge information
about their clients to third parties. In addition, business
docunents were consulted were avail abl e.

I n devel oping the case studies, we were originally expected to
trace the trainees through a series of at |east three interviews
each, and report how these trainees were particularly successful
or unsuccessful in applying their training and increasing their
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busi ness opportunities, highlighting the |Iinks between training

and change at various points in time. In this Final Report, we
present results of the conpleted case studies based on two
periodi cal interviews conducted during Phase | and Il of this
st udy.
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Due to the delay in the comm ssioning of this |Inpact Monitoring
Plan, it is not possible to conduct a third interview before
Sept enber 15t h, 1995.

LOCATI ON

The difference in the business environnment anmong Urban, |ine-of-
rail rural towns and rural towns, appears to have had no effect
on the inpact of HRD training. The performance of Ml ala

Whol esal ers Ltd- a case study representing rural town

envi ronnent was just as good as Carol Exclusive Boutique Ltd (a
case study representing an Urban environnment) and C and Z
Tractor conpany (representing the rural line-of- rail town).

In the absence of evidence to the contrary. W would concl ude
that the | ocation of the enterprises does not adversely affect
t he i npact of the HRD training workshops.

LI NES OF BUSI NESS/ SECTORS

Difference in lines of business and sectors, appear to have had
no i npact on the HRD training Programme. The three Case studies
had i dentical post-training performance inspite of the
differences in |lines of business and sectors.
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MALALA WHOLESALERS LI M TED
CASE STUDY

Mal al a Whol esalers is a Limted liability private Conpany

i ncorporated at Lusaka in the Republic of Zanbia in 1985 under

t he conpani es Act Cap 686 of the Laws of Zanbia. The authorised
share capital is K10,000'. The shares are

al l ocated/ held by the founding sharehol ders as foll ows:

M's Si beso Sinmasiku 50987
M Godfrey Sinmasiku 50948

BANKERS

Mal al a whol esal ers operate current accounts with Mngu
Branches of Standard Chartered Bank (Z) Limted and the Zanbi a
Nat i onal Commerci al Bank.

AUDI TORS/ ACCOUNTANT

Messrs Libala and Conpany of Mongu have been retained as
Audi tors of the Ml al a Wol esal ers.

ATTORNEY

Mundi a Kakoma and Conpany of Lusaka are in charge of the
| egal aspects of the Conpany's operations.

SOURCES OF I NI TIAL CAPI TAL

The initial funding of the Conpany was through a | oan
capital as follows:

Loan from Stanchart K5, 000
Trade Credit K7, 000

Mercantile Printers Limted extended Trade Credit in
in respect of stationery. The Conpany started operations in
August 1985. Presently, the Conpany has four operating

This I evel of authorised share capital although adequate at the tinme of
incorporation is no |onger appropriate. Managenent has been advised to
apply for an increase in authorised share capital.

17 Ms Sibeso Sinasiku has attended three HRD traini ng workshops.

o CGodfrey is the spouse of Sibeso.
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di vi si ons nanel y:
* Whol esal e/ Retail shop in Mongu;

TOTAL filing station and Mni Mart
M xed Farm i n Kaonn.

*

in Kaoma; and

*
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MANAG NG DI RECTOR S BACKGROUND

Ms Simasi ku was born on 8th Decenber, 1944 in Mongu. She went
to school at Kanbule which is presently known as Kanyunyu where
she did her Sub A, Fromthere she went to do her upper prinmary
up to standard 6 at Lukulu M ssion popularly known as Santa
Maria M ssion. She continued at the same M ssion School in the
col |l ege section and trained as a teacher in Hone Econom cs. As
a qualified teacher, Ms Sinmasiku taught in various schools in
Western and Sout hern province, particularly in Livingstone.
Thereafter, she was taken on by Zanbi a Broadcasting Services and
produced programres in Home Econonics at the Lozi section. She
was | ater transferred to Zanbia National Tourist Bureau as a
tour guide. In early 1973 Ms Sinmasi ku was posted to London

O fice of the Bureau to work as a tourist officer up to 1976
then she came back to Zambia and worked as an assistant touri st
officer at the Livingstone office.

While in London Ms Simasiku did Public Relations studies, this
made it possible for her to switch enploynment to Zanbia Rail ways

in 1977 and worked there as a Public Relations O ficer. Because
of marriage, Ms Simasiku was in 1979 transferred to Ndola and
worked in the sane capacity till 1984 when she decided to go

into stationery business.

PRODUCTS AND SERVI CES

1. MALALA WHOLESALE/ RETAI L SHOP: MONGU

The Mal al a Whol esal e/ Retail shop is a general dealer

outlet selling a wide range of consumer househol d products which
include mllie neal, wheat flour, detergents, clothes and a
variety of groceries. The Wholesale/retail shop is the ol dest
operating division, it cane into operation at the inception of
the Conmpany. Initially, the main product |ine was stationery.
The change from stationery shop to a general whol esale/retail
shop occurred towards the end of 1991. The change was
necessitated by poor business.

2.0 TOTAL FILING STATION: KAQOVA

The TOTAL filing station at Kaoma is a nodern service station
serving a rural town community plus a substantial transit

custoners to and from Lusaka and Mongu. This service station
provi des a wi de range of Petrol eum products which include gas
oil, kerosene, petrol and lubricants. The Licence to run the
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TOTAL FI LI NG STATI ON was acquired on April 16th, 1994 from TOTAL
(Z) Limted a private sector international oil marketing
institution. This service station is worth K17 MIIlion:
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The acquisition was financed by equity of K6 mllion and trade
credit of K11 mlIlion from  TOTAL (Z) Limted. The trade credit
has a small fixed interest charge both interest and princi pal
are repayabl e over a period of twenty (20) nmonths. Ms Simasiku
buys fuel at higher price than she ought to as a way of
recovering the |oan, she expects to finish repaying after 17
nont hs due to increased orders.

The extension of service hours at the filling station coupled
with good custoner relations has seen Ms Simsiku win nore
custonmers who were | ost by the fornmer operator. Ms Sinmasiku the
Managi ng Director of Ml ala Wolesalers Limted, believes that

t hey won the deal ership mainly because of the HRD training

wor kshops and in particular the Business Planning and Basic

Fi nance for Wonmen wor kshop she attended.

2.1 THE M N MART: KAOVA

The M ni Mart was opened in May 1994 as a side business to the
service station. This Mni Mart stocks a variety of household
mer chandi se. ranging from detergents to processed foods.
Recently, a Fast Food |ine of business was introduced. This
line of business is the first ever in Kaoma to serve warmtake
away food and since the filling station is near two nmain bus
stops, it caters for a good deal of people, travellers and non
travell ers.

3. M XED FARM KAOVA

The Mal al a Whol esalers Limted acquired a m xed farmin Kaoma
District in 1992. During the 1992/93 agricultural season, just
under 8 hectares of nmmize was planted. However, due to |ack of
know edge, the planting took place long after the | atest

pl anting date for maize. As a result, the crop failed. During
the 19993/ 94 season, the nono-cropping system continued, about
10 hectares of nmize was planted.

Unfortunately, the rains stopped too early, as a result the
yield was very low. These | oses discouraged the directors of
Mal al a Whol esalers Limted and they begun contenpl ating cl osing
down the farm ng business.

In June, 1994 one of the directors, Ms Sinmasiku attended a

wor kshop on "agricul tural Business Planning and strategy."”
According to Ms Simasiku, the workshop hel ped her to regain
interest in farmng. She |learnt of the existence of sources of
technical information and or assistance. Soon after the
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wor kshop, she visited Mount Makul u Research Station which is
| ocated a few Kilonmeters south of Lusaka, to seek information on
crops suitable for Kaoma agro-ecol ogi cal zone.
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Mount Makul u advi sed and facilitated her contact with the Regune
Proj ect who comm ssioned her to grow the foll ow ng:

* Cowpi es 8 hectares
* G oundnut 3 hectares
* Pi geon pies 2 hectares

I n addition she planted 12 hectares of maize. crop inputs where
financed by a short term /| oan
of K3.5 mllion from ZCF

Fi nance Services and equity
contribution of K2.5 mlli on. The revenue expected fromfarmng is as
The short term | oan, principal REIG

and interest is due for Cowpeas

repaynment after crop 10,000 Kg x K450/ Kg K4, 500, 000

harvesting this year.
Shel |l ed G oundnuts
6 bags x 90Kg x K750/ Kg K 405, 000

As a direct result of the
techni cal assi stance she

. Beans
received, all the crop 7 Bags x K60, 000/ bag K
programmes where inpl enented 420, 000
on tinme and very good yields o o
. 1 geon PFeas
are expected as foll ows: 55 bags x 97KG x K450/ Kg K2, 400, 750
* Cowpeas expected Mai ze
yield 10, 000 200 bags x K10, 000/ bag K2, 000, 000
Ki | ogr ans
* Groundnut expected

yield 6 bags 90KG
shel | ed groundnut

* Mai ze expected yield 520 bags 90KGs

* Sugar beans expected yield 8 bags 90KGs
Pi geonpeas expected yield 55 bags 97KGs

OUT GROWERS SCHEME

M's Simasi ku has gone on with preparations for starting an out
growers scheme. This will involve surrounding villagers near
the farm where each participant will grow one hectare of
cowpeas. Ten hectares are planned, Ml ala Wol esalers will
provi de chem cals, seeds, equipnent and fertilizers. The
villagers will pay back to Ms Simasiku in kind and she w |
al so buy the rest of the produce.

THE MANAGEMENT

The Managenent of Mal ala Whol esalers is as foll ows:

59




Ms Sibeso Simasiku - Director Operations(Managi ng
Di rector)

M Godfrey Simasiku - Director, Finance
G Mifaya - Manager, Mongu shop

M
M G Nyanbe - Manager, Kaoma service station
and M ni Mart

M

S. Ml unp - Farm Manager, Kaoma m xed farm
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EMPLOYNMENT GENERATI ON

The mal al a Whol esalers Limted has a permanent staff

establi shment of twenty-eight (28) including the two directors.
During the planting and harvesting period the farm enpl oys on
average fifty (50) tenporal workers. O the permanent staff
establ i shnment, seven (7) are females.

Staff Benefits

Empl oyees of the Mal al a Whol esalers Limted enjoy a variety of
staff benefits which include:

Housi ng al | owance

* Per f or mance bonus

* Conmpany makes regul ar contributions to the ZNPF and
Wor kmen' s conpensati on Fund

O her Achi evenents Related to HRD Trai ni ng

Recently, Ms Simasiku was elected to the Board of Zanbia
Federati on of Associations of Wonen in Business and was chosen
to represent the association at the Beijing Wonen Conf erence.

Field Day

As a result of a very successful crop, the Farm was chosen by
the Mnistry of Agriculture as a nodel Farm and venue for a
District field day. The field day was well attended by farners
and officials fromthe Mnistry of Agriculture. This was the
first time farners field day was held in the Kaoma district and
the first tine that a farmin Kaoma District had grown nore than
five crops in a season

THE | MPACT OF HRD TRAI NI NG WORKSHOPS

As mentioned el sewhere Ms Sinmasi ku has attended three (3) HRD
trai ni ng workshops. Prior to her attending the workshops Ml al a
Whol esal ers Limted was experiencing operational problens in the
two divisions that existed then. The Wol esale/retail shop had
changed its main line of business from stationery to general
househol d nmerchandi se. The farm was experiencing liquidity
probl ens arising from poor crop yields which was partly a
consequence of adverse weather and partly due to poor

managenent. At the tinme, the directors were planning to abandon
t he farm ng busi ness.
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After the HRD training Ms Simasiku, utilising the newy
acquired skills was able to successfully introduce a new
strategy for the farm ng operations. The new strategy included
a shift from nono-cropping to m xed cropping and increased
reliance on extension services!. |In addition, contract farm ng
was entered into for the first time. The result has been an

i mredi at e success, as noted el sewhere.

Ms Simasi ku believes, that her attendance of the Business

Pl anni ng and Basi ¢ Fi nance wor kshop contributed significantly to
her successful bid for petrol eum products deal ership at Kaona.
Through this service station she has expanded her business |ines
to include, a Fast Food outlet and mni mart. The inproved
managenent skills are quite evident, for instance, Ml ala

Whol esal ers Limted has now put in place inproved record

keepi ng. Qur investigations using other informants confirned

t hat Mal al a Whol esal ers Limted performance inproved
significantly after Ms Simasi ku attended the HRD training

wor kshops.

19 M s Si masi ku confessed that before training she did not know t he exi stence

of technical assistance frominstitutions such as Munt ©Mkul u Research
Station.
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C AND Z TRACTOR HI RE COWMPANY

CASE STUDY

The C and Z Tractor Hire conpany is a limted liability private
conpany i ncorporated at Lusaka in the Republic of Zanbia on
March 24th, 1988 under the conpani es Act Cap 686 of the Laws of
Zanbi a. The authorised share capital is K10,000. The shares
are allocated/ held as foll ows:

M Lufeyo Zulu 50%
M Richard Chawalika (late) 50%?°

BANKERS

C and Z Tractor Hire Conpany operates current account with Choma
Branch of Zanbi a National Commercial Bank.

ATTORNEY

Di ndi and conpany of Livingstone are in charge of the |egal
aspects of the conpany's operations.

SOURCES OF I NI TIAL CAPI TAL

The initial funding of the Conpany was through equity
contributions fromthe foundi ng sharehol ders as foll ows:

M Lufeyo Zulu K450
M Ri chard Chawal i ka K450
TOTAL K900

To raise the above anounts, the foundi ng sharehol ders sold
personal househol d properties.?

PROPRI ETORS BACKGROUND

M Lufeyo Zulu was born in Lusaka, Zanmbia on 6th Novenber 1953.
He went to Chunga Prinmary School from 1962 to 1968. He proceeded
to Matero Secondary School up to 1973. In the sane year, M
Zulu joined UBZ to work as a Conductor and within 2 weeks he was

20 Fol l owi ng the death of M Richard Chawalika his shares were sold to M

Luke Kavota But formal transfer has not been concl uded.

21 M Lufeyo Zulu sold a Television set, while M Richard Chawalika sold a

Radi o/ Tape/ Record Pl ayer.
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promoted to the position of inspector. He left UBZ for Lusaka
Trades to get basic training in nechanics and |ater went to
Kabwe Trades to continue his nmechanics studies.
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M Lufeyo Zulu holds a National Craft Certificate in Agriculture
Mechanics, Certificate in Agriculture Service Engineering and
Di pl oma in sales and Marketi ng.

And he has attended three (3) HRD training workshops, nanely:-

* Busi ness pl anni ng and Basi c Fi nance;
* Essenti al Accounts, Taxation and Business Law, and
* Export Marketing strategies.

He has over nineteen (19) years of experience which includes
four (4) years as a Locomotive Workshop I nspector for Zanbia
Tanzani a Railway Authority (TAZARA), ten (10) years as a Service
Engi neer for AFE Limted and Five (5) years as Managi ng Director
of C and Z Tractor Hire conpany. While at AFE, M Zulu began to
contenpl ate going into business and | ater communi cated his plans
to the late M Richard Chawal i ka who was then workshop forenan
with the Sout hern Province Co-operative Marketing Union ( SPCM)).
They both agreed to forma conpany to be called C and Z Tractor
Hi re Conpany.
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SERVI CES

C and Z Tractor Hire Conpany was set up to provide tractor hire
and mai ntenance services to farners in Choma District and

Sout hern Province in general. \Wen the conpany started
operating in 1989, only tractor maintenance services were being
offered. Tractor hire services, were introduced in the second
year of operations. This followed the acquisition of a second
hand tractor which was bought at an aucti on.

FI RBY | NTERNATI ONAL DEALERSHI P CONTRACT

In 1992, C and Z Tractor Hire Conpany signed a Deal ership
contract with Firby International.? The arrangenent involved
reconditioning of tractors and selling the reconditioned
tractors. Firby International supplied old tractors and spare
parts. This contract helped C and Z to increase its turnover
fromK 885,417 in 1990 to K 31,669,043 in 1994. Unfortunately,
in 1995, Firby International pulled out of the contract because
of poor sales arising fromreduced agricultural activities as a
result of persistent drought.

The reconditioning of tractors has continued even after the
termnation of firby International Contract, currently, the
conpany reconditions on average one (1) tractor per nonth.

FALLSWAY TI MBER CONTRACT

This year, C & Z Tractor Hire Conpany was approached by the
owner of Fallsway Ti mber Conpany of Livingstone to recondition 5
Tractors. The work is on schedule and by the tinme of the | atest
interview, the conpany was working on a third tractor. At the
rate of K6 MIlion per reconditioned tractor, the contract w ||l
earn

C & Z Tractor Hire Conmpany an amount of K30 MIlion. M Zulu
attributes the signing of the contract to the reputation the
Conpany has registered in Southern Province especially after

i nproving his managenent skills as a result of the HRD training.

22 Cand Z was introduced to Firby International by M Phiri of Africare whom

M Zulu had nmet at an HRD wor kshop.
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EMPLOYNMENT GENERATI ON

The C and Z Tractor Hire Conpany has a pernmanent staff
establi shment of ten (10) enpl oyees as follows: -

Desi gnati on Nunmber

Managi ng Director 1
Secretary 1
For eman

Seni or Mechani cs
Panel Beater
Spray Painter
Assi st ant Mechani cs 1
Security Guards 2

S

Staff Benefits

Enpl oyees of the C and Z Tractor Hire Conpany enjoy a variety of
Staff benefits which include:-

Housi ng al | owance

* Per f or mance bonus

* Zanbi a National Provident Fund and Workmen's
Conpensation Fund Social Security.

FUTURE PROSPECTS

C and Z Tractor Hire Conpany has plans to expand and go into
manuf acturi ng of nechani cal Spares parts. To achieve this, the
conpany is looking for international investors to co-finance and
provi de technology. Currently, two institutions nanely Wrld
Associ ation of Small Scal e Entrepreneurs and the | nvestnment
Centre are assisting the Conpany to search for suitable partner
di versification plans.

THE | MPACT OF HRD TRAI NIl NG WORKSHOPS

As nentioned el sewhere M Zulu has attended three (3) HRD
training workshops. Prior to his attending the workshops C and
Z Tractor Hire Conpany Limted was experiencing operational
problens arising fromlack of planning and poor managenent.

After the HRD training, M Zulu, utilising the newly acquired

skills was able to successfully introduce production planning.
and was able to negotiate a contract with Firby International.
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The result has been a great success in terns of increased
revenue, as noted el sewhere.
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M Zulu believes, that his attendance of the Business Planning
and Basi c Fi nance workshop contributed significantly to his
successful bid for tractor reconditioning contract. The

i nproved managenent skills are quite evident, for instance, C
and Z Limted has now put in place inproved record keeping,

i ncluding an inventory control system Qur investigations using
ot her informants confirmed

that C and Z Tractor Hire Conpany Limted perfornmance inmproved
significantly after M Zulu attended the HRD training workshops.
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CAROL EXCLUSI VE BOUTI QUE LI M TED
CASE STUDY

Carol Exclusive Boutique is a Limted liability private Conpany
registered in 1984 and i ncorporated at Lusaka in the Republic of
Zanmbia in 1989, under the conpanies Act Cap 686 of the Laws of
Zanbia. The authorised share capital is K10,000. The shares
are allocated/ held by the foundi ng sharehol ders as foll ows:

Ms Carol yne Joy Mwanbazi 70
%
M WAt son Mwanbazi 30%
BANKERS

Carol Exclusive Boutique operates current accounts with the
Meri di an Bl AO, Lusaka branch, and Fi nance Bank, Lusaka branch.

AUDI TORS:

Since the Training workshop Ms Mvanbazi has engaged Systens
Managenent Services as financial advisors. She has not yet
appoi nted auditors.

LAWYERS.:

The Conpany does not yet have | awers. But does seek Legal

advice fromvarious | awers.

SOURCES OF I NI TIAL CAPI TAL

The initial start up capital was K5,000 raised fromthe
proprietors savings, a further investnent of K500,000 was made
in 1992, financed frominternally generated funds. Recently, a
| oan capital of K5,000,000 was obtained. The conpany has an
average annual working capital requirenment of between

K19, 000, 000 and K22, 000, 000 and an average annual turnover of
K30, 000, 000 to K36, 000, 000. The conpany has been using
internally generated funds for working capital.

PROPRI ETOR' S BACKGROUND

Ms Carol yne Joy Mwnanbazi was born on 3rd February, 1953 in
Dodoma in the Republic of Tanzania. She went to school in
Tanzania up to the final stage of her O levels. After getting
married in 1973, she cane to Zanbia and continued with her
education. Carolyne went to Evelyn Hone Coll ege of Applied Arts
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and Commerce where she did her Secretarial training. Upon

conpl etion of her training she worked for ZESCO for 3 years as a
secretary and | ater noved to Intercontinental Hotel in the sanme
capacity for another 4 years.
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I n 1980, Carolyne resigned fromlIntercontinental Hotel and went
to London School of Fashion to train as a Fashion designer for 2
years and graduated with an Advanced Di ploma in Fashi on and

Desi gni ng after which she cane back to Zanmbia and went into
business in early 1983.

PRODUCTS AND SERVI CES

Carol Exclusive Boutique is a Manufacturing enterprise
specialising in designing and tailoring of exclusive outfits for
men, wonen and children. Also makes weddi ng, christening and

ot her specialised outfits. The enterprise also provide
tailoring services where a custonmer cones with own material to
have an outfit made at a cost of K10,000 to K150, 000 dependi ng
on the complexity of the design. Conplete outfits are al so made
using the conmpany's own materials and the cost of these average
from K10, 000 to K500, 000 per outfit.

The Conpany has not yet been able to pronmote its products on the
Zanbi a Nati onal Broadcasting corporation Tel evision which it
feels is the right nedia Vis-as-Vis the market target. However
person to person advertising has hel ped a great deal,

i ndividual s are easily reached and nore contracts have been

est abl i shed.

CAPI TAL | NVESTMENTS:

The conpany has capital Investnent val ued at K60, 000, 000 t hese
include 18 Industrial Sew ng Machi nes, two specialised

| ndustrial Machi nes (overlocks) and Industrial irons. The
Conpany has plans to acquire nore nachinery.

PRODUCTI ON:

The output of the finished products (dress,shirts,suits,trousers
etc) per day is 8 itens. This according to the entrepreneur is
at 50% capacity Utilization this being attributed to sem -
skilled | abour force which is not able to operate certain

machi nes with confidence for optinmum producti on.

COST_OF PRODUCTI ON:

The cost of production is not very high and the enterprise
breaks even. The enployees are sem -skilled and trained on the
job therefore are not highly paid. Oher running costs are
mnimal. The only heavy cost is rent. The Conpany has overcone
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the problemof |imted operational space through the acquisition
of anot her production space at the new SI DO conpl ex in Makeni
situated a few kil oneters south of Lusaka.
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MANAGEMENT AND LABOUR

The enterprise is owner managed and enpl oys a | abour force of 14
(1 man and 13 wonen) all sem -skilled and largely trained on the
job. The | abour turnover is high and affects efficiency of the

enterprise.

SOCI AL CULTURAL

The enterprise enploys nore wonen than nmen the ration is 13 to
1. Housing is not given but built in within the salary. The
wor kers have tea and |unch break. Social security is not

i ncl uded.

PRQIECT' S ACHI EVEMENTS:

Bef ore Trai ni ng:

The entrepreneur managed to acquire nmachines from own savi ngs
and internally generated funds, was also able to expand fromtwo
machi nes to twenty machi nes over a four-year period.

Achi evenents After Training:

The entrepreneur now sees the need to expand and be nore
business like and is working towards this. Has also seen the
need to keep records and books of accounts up to date.

To conformto the new business approach the entrepreneur has
engaged a part-time accountant to do the books and is in the
process of witing a business plan and an investnent proposal.
As well as applying for an investnent |icence.

Fut ure Prospects:

Ms Mwnanbazi would |like to expand the business and operate
professionally, the enterprise intends to get orders for the
supply of protective clothing to interested institutions through
its SIDO Conplex outlet. Also wishes to train with HRD in a
nor e advanced course so that she can inprove her know edge.

Wth awareness enhanced by the training course in quality
control, conpetition, good finance and enterprise nmanagenent,the
entrepreneur intends to excel in quality of services.

THE | MPACT OF HRD TRAI NI NG WORKSHOPS

Carol yne believes that her attendance of the Business Planning
and Basi c Fi nance workshop contributed significantly to her
recent success in securing a loan of K5 mllion. She also
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attributes the inproved record keeping and financial managenment
to the HRD training.

Carol Exclusive Boutique has put in place inproved record
keepi ng, including an inventory control system Has al so
introduced quality control system Qur investigations using
ot her informants confirmed that Carol Exclusive Boutique
performance has i nproved significantly since Carol yne attended
the HRD training workshop.

76



FOCUS GROUP | NTERVI EWS

| NTRODUCTI ON

I n accordance with the HRD | npact Monitoring Plan, we are
required to conduct a total of four focus group interviews. Of
which two were scheduled for the first phase of the study and
the remaining two in the second phase of the study. As per plan
two focus group interviews were conducted during the first phase
of the study. As a result of the Production Managenent course
not being offered, it was decided to revise the plan for the
second phase. The revised plan was to conduct three focus group
interviews on the follow ng thenes:

* Busi ness Pl anni ng and Basi ¢ Fi nance for Wnen
entrepreneurs based in the Copperbelt;

* Busi ness Pl anni ng and Basi c Finance for Whnen
entrepreneurs based in Lusaka; and

* Busi ness Contracting for SMEs.

Jointly with the CAU Project staff and with the approval of the
USAI D M ssion, we selected focus group participants.

These focus group interviews were intended to generate
gualitative and additional quantitative data to deepen and
enhance i nformation captured through the mail ed questionnaires
met hodol ogy. The following is a sunmary of the results:

1. FOCUS GROUP | NTERVI EW6 ON BUSI NESS PLANNI NG AND BASI C
FI NANCE FOR LUSAKA BASED WOMEN ENTREPRENEURS

A total of fourteen fornmer trainees were invited, of whom seven
attend the interviews. The objective of the interviews was to
determ ne the inpact the training workshop has had on the

trai nees and their businesses. Major issues which cane out of
the focus group interviews are as foll ows:

* Partici pants expressed delight about the HRD training
progranme. Sonme participants indicated that they were
afterwards able to prepare busi ness plans and properly
manage cash flow. One participant nmanaged to obtain a Loan
of K2.5 mlIlion wupon presenting her business plan to a
l ending institution.

* Personal rel ationshi ps anong wonen entrepreneurs have
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i nproved as wonen interacted freely. The course acted as a
forum of sharing new i deas and problens facing participants.
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Participants felt that nore confidence has been induced in
t hem and are now able to venture into new markets. One
partici pant spoke highly of advertising, as sone people

| earnt of her saloon after the advert she put in one of the
daily papers. Prior to the HRD training she never thought
advertising was inportant.

Resi stance from spouses was identified as a deterrent to
busi ness progress. Sone participants however, indicated
receiving conmtted support from husbands and famlies. It
was recommended that spouses of participants should be

i nvol ved t hrough vari ous ways such invitations to workshops
corktail parties etc.

Sonme participants have not yet been able to fully apply

t he techniques |learnt due to financial constraints. It is
the view of participants that training periods be extended
and there is need for continuous nonitoring of donor
supported programmes.

Participants felt that there is need for feasibility
studies to be undertaken to identify appropriate
beneficiaries in specific sectors. |t was participant's
view that there be a deliberate Governnent policy to

i nfluence | ending policy of financial institutions to smal
scal e sector such as by recommendi ng trainees for |oans and
noni t ori ng.

Val ue Added Tax was identified as a constraint against
growt h of SMEs because npbst SMEs do not qualify for VAT
registration as they do not neet the m ninmum requirenment of
K30 mllion annual turnover. Because of the input tax claim
provi sion nost big conpanies are refusing to trade with un
regi stered SMEs.

The courses's enphasis on the inportance of separating

busi ness concern fromfam |y and personal matters has
instilled financial discipline. A nunmber of participants
have since engaged qualified accountants to handl e accounts.

Sone participants indicated that the course hel ped them

i nprove relations with their respective workforce. One
partici pant said she is notivating her workers by providing
bonuses once production targets are net.

ANALYSI S
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There is a general appreciation of the training programrme anong
partici pants. The course provided confidence to participants
and were able to share ideas freely enhancing the prosperity of
the business. It was suggested that Governnent shoul d assi st
women entrepreneurs obtain credit by recomendi ng sonme to
financiers and negotiating concession terns of repaynent. It is
evident that the trainees acquired and are applying the new
busi ness skills.
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2. FOCUS GROUP | NTERVI EM& ON EXPORT MARKETI NG STRATEG ES.

The six (6) focus group participants were chosen from forner
trai nees who attended the traini ng workshop on Export Marketing
Strategies and are resident in Lusaka. The objective of the
focus group interviews was to determ ne the inpact the training
wor kshop has had on the trainees and their businesses. Mjor

i ssues which came out of the focus group interviews were as
fol |l ows:

* The course enhanced the participant's know edge
of the export business. Particularly the need to pay nore
attention to the quality of the product instead of the
quantity because in the export business there are a | ot of
conpetitors inside and outside the Country.

* Most participants believe that they acquired confidence from
t he course which enabled themto succeed in their
busi nesses. The 4 p's was anot her aspect |earnt by the
partici pants (place, production, pricing and pronotion) and
t he benefits of a good banking system This equipped the
partici pants and nost felt they became nore enlightened and
i mproved the outl ook towards export business.

* I nteraction with other participants, the know edge acquired
fromformal and informl discussions also added to the
weal th of know edge acquired. The participants were able to
| earn about export support facilities existing in the
Country and in the region. They |earnt about how and where
access finance for their business, where and how to exhi bit
their products. Sone participants got orders and contracts
and others were able to sub-contract to fellow participants.

* Most of the products produced after the training Wirkshop
attracted orders immedi ately. Mst participants cited
i nproved confidence. The node of delivery of |ectures was
said to be good with a good blend of practice and theory and
very participatory. The length of the course was al so said
to be good considering nost enterprises are owner nmanaged.
The resource person interacted well with the participants
i nside and outside the cl ass.

* Participants felt that much nore needs to be done to
encourage exports by small scal e entrepreneurs, the sector
needs Governnent intervention, the existing incentives are
not enough. There should be support systens in place and
i npl ementable policies to facilitate growh of small
busi nesses. The existing |egal franmework, Government
policies, and tax systens are not conducive.
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* The participants felt direct donor funding for the fornmer
trai nees should be introduced. The HRD project should adopt
the participants and provide themw th the necessary
information through a forum The same forum can be used to
exchange ideas, information, programes and any ot her
resources. The participants would |ike to see an Al umi
Associ ati on fornmed and establishnent of a Local, Regional
and I nternational network.

ANALYSI S

There is a general feeling for the continuation of the
programwi th nore |inkages with existing public and private
institutions. The benefits of the intra and inter participant
interactions are al so enornmous with participants [ earning from
each other as much as fromthe |lectures. A need for post-course
followup is expressed. An Alummi Association is highly
recomrended participants feel the need to |learn from each other
and to keep in touch on a regular basis. The course is highly
recommended and has had a positive inpact on the performance of
t he individuals and their businesses.
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3. FOCUS GROUP | NTERVI EM6 ON BUSI NESS PLANNI NG AND BASI C
FI NANCE FOR COPPERBELT BASED WOMEN ENTREPRENEURS.

A total of fifteen fornmer trainees were invited, of whom el even
attend the interviews. The objective of the interviews was to
determ ne the inmpact the training workshop has had on the

trai nees and their businesses. Major issues which cane out of
the focus group interviews are as foll ows:

* The course enriched participants know edge of business
pl anni ng and they appreciated the inportance of keeping
good busi ness records.

* Most participants felt that the course helped them
realise how crucial strategic positioning is. Mbst of
the participants reported that vigorous Advertisenment
of products has resulted into increased turnover.

* The course enhanced partici pants know edge on
nmobi | i sing resources and planning for the future.

* Participants felt that as a matter of being gender
sensitive nore wonen shoul d be enmpowered wi th business
know- how as provided by the HRD training programre.
One wonman i nparted the knowl edge she acquired to 19
women who turned up for a training session she
organi sed. Another nmentioned of receiving a | ot of
prai se from spouse with whom she is in partnership.

* Partici pants recommended that Governnment should ensure
effectiveness of such training by providing/and or
facilitating access to soft |loans to former trainees.

* Val ue Added Tax was identified as a constraint against
growt h of SMEs because npbst SMEs do not qualify for
registration as they do not neet the m ni mum
requi renent of K30 mllion annual turnover. Because of
the input tax claimprovision nost big conpanies are
refusing to trade with un regi stered SMEs.

* The application of skills acquired in business planning
enabl ed one participant to establish a new school,
anot her participant attributed her financi al
achi evenents to the keeping of proper accounts. She
has plans to build an additional classroomfrom
internally generated funds.

ANALYSI S
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There is a general feeling in favour of the continuation of the
HRD trai ni ng wor kshops and strengthened |inkages with existing
public and private training institutions. These |inkages wl|
ensure sustainability of the training activity after HRD

Pr oj ect.

The design of future training programes should have provision
for inclusion of topical subjects such as VAT as and when need
arises. This will ensure continued rel evance and effectiveness
of the training workshops.

An Alumi Association is highly recommended by participants as
they have felt the need to |learn fromeach other and to keep in
touch on a regul ar basis.

4. FOCUS GROUP | NTERVI EWM6 ON BUSI NESS PLANNI NG AND BASI C
FI NANCE.

The six (6) focus group participants were chosen from forner
trai nees who attended the training workshop on Busi ness Pl anni ng
and Basic Finance and are resident in Chipata and Petauke. The
obj ective of the focus group discussion was to determ ne the

i npact the training workshop has had on the trainees and their
busi nesses. Major issues which cane out of the focus group
interviews were as follows:

* The course enhanced the participant's know edge
of the Business Planning and Basic Finance. Particularly
the i nmportance of business plans and the need to pay nore
attention to financial nmanagenent.

* Most participants believe that they acquired confidence from
t he course which has enabled themto succeed in their
busi nesses.

* I nteraction with other participants, the know edge acquired
fromformal and informal discussions also added to the
weal th of know edge acquired.

* Most of the products produced after the training Wrkshop
attracted orders imedi ately, participants were able to cite
i ncreased sal es, inproved quality of goods, services and
i nproved management deci sions.
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* Participants felt that much nore needs to be done to
encourage the small scale entrepreneurs, the sector needs
Governnent intervention, the existing incentives are not
enough. There should be support systens in place and
i npl ementable policies to facilitate growh of small
busi nesses. The existing | egal framework, Government
policies, and tax systens are not conducive.

* The participants felt that direct donor funding for the
former trainees should be introduced. The HRD project should
adopt the participants and provide themw th the necessary
information through a forum The sanme forum can be used to
exchange ideas, information, progranmes and any ot her
resources. The participants would like to see an Al umi
Associ ation formed and the establishment of a Local,

Regi onal and International networKk.

ANALYSI S

There is a general feeling for the continuation of the
programwith nore |inkages with existing public and private
institutions. The benefits of the intra and inter participant
interactions are also enornmous with participants [earning from
each other as nmuch as fromthe |lectures. A need for post-course
foll ow-up i s expressed.

An Al umi Association is highly recommended participants feel
the need to learn fromeach other and to keep in touch on a
regul ar basis. The course is highly recommended and has had a
positive inmpact on the performance of the individuals and their
busi nesses.

5. FOCUS GROUP | NTERVI EW6 ON BUSI NESS CONTRACTI NG FOR SMEs

A total of twelve forner trainees were invited, of whom ei ght
attend the interviews. The objective of the interviews was to
determ ne the inmpact the training workshop has had on the
trai nees and their businesses. Major issues which cane out of
the focus group interviews are as foll ows:

* A nunber of participants observed that the course was
critical to their winning of new contracts upon
i npl enment ati on of knowl edge acquired. One participant won a
contract with Zanmbia Breweries just after attending the
course to work on the conpany and enpl oyees sewer systens up
to the end of this year. So far, he has been paid a sum of
K4.5 million for the work acconpli shed.
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Thor ough under standi ng of | egal requirenments and

i nplications of contracts induced confidence into
participants as a result they now advertise their products
and will go for any advert.

Participants felt that Governnment should ensure continuity
of the training programmes even after USAID stops
sponsori ng.

Partici pants found the training progranmme useful. Business
contracting skills for small and medi um scal e enterprises
are necessary for the business to remain conpetitive and
buoyant .

As a deliberate effort of encouraging nedium and small scale
enterprises, participants felt that Governnmnent should
increase its grant to SIDO in order to facilitate access to
soft credit.

Participants felt that they needed a | ot of exposure to good

busi ness environnment and therefore, requested inclusion of
study tours in the HRD training progranmes.
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* Smal | busi ness have a vision to achieve their respective
corporate objectives. However, |ack of working capital has
been identified as a constraint. Entrepreneurs need
financial back up to sustain snpooth operations.

* Al t hough sonme participants have in the past been able to win
tenders the know edge from HRD training programes have
enhanced confidence to venture into nore conpetetive
mar ket s.

ANALYSI S

The course induced confidence to which sone participants
attributed their wi nning new contracts.

There is a general feeling in favour of the continuation of the
HRD trai ni ng wor kshops and strengthened |inkages with existing
public and private training institutions. These |inkages wl|
ensure sustainability of the training activity after HRD

Pr oj ect.

The design of future training programmes should have provision
for inclusion of topical subjects such as VAT as and when need
arises. This will ensure continued relevance and effectiveness
of the training workshops.

An Al umi Association is highly recommended by participants as

t hey have felt the need to learn fromeach other and to keep in
touch on a regul ar basis.
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CONCLUSI ONS AND RECOMMENDATI ONS
A.  CONCLUSI ONS

As stated el sewhere in this report, the purpose of this inpact
evaluation is to provide USAID/ Zanmbia with information to
determ ne the value of the training project and justification,
if any, for continuing this type of training.

In Sections Il and Ill of this report, we have estimated the
econom ¢ behavi or change i nduced by this training. Positive
econom ¢ behavi or change has been induced, nanely, the forner
trai nees have acquired busi ness managenent skills and are
applying the skills in managi ng their busi nesses. Al nost al
the former trainees (99% reported to have used the acquired
managenent skills.

We have determ ned the extent the change was attributable to the
training. Mst of the respondents, eighty-five (85) percent

i ndi cated that the observed changes were a direct result of the
HRD training. Therefore, there is evidence to suggest that the
HRD training has been able to inprove the capacity and
performance of former trainees.

As di scussed elsewhere in this report the variable gender was
cross-tabulated with several performance indicators to ascertain
whet her gender had influence on the inpact of HRD training. In
all the cross-tabul ations there was no significant relationship,
i nplying that the influence of gender on the inpact of HRD
training is negligible.

Simlarly, we have estimated that positive inpact has occurred
on the firms, the capacity and performance of firns has
i nproved.

Qur observation is that the positive inpact has been facilitated
by:

(i) The design and inplenentation of the training;
The course content is relevant and the delivery
was done by experienced and practical business
skills trainers.

(ii) Trainees were | earning the npdern business
managenent skills for the first tine;
Therefore, are nore interested and have
hi gher comm tnment for inplenmentation.
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(irii) Trai nees had considerable control over the firns'

ability to effect change; Mdst of the trainees
were the owner/operator of a small business firm
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We found evidence suggesting that the HRD training has positive
i mpact on the SMEs sector, the evidence was mainly fromthe
foll ow ng: -

* | ncreased i nvestnents as reported by nost respondents;
* Substantial growth in enpl oyment opportunities; and
* | ncreased revenues as reported by nost respondents.

The theory described in SECTION |, suggests that inpact at
sectoral |evel should be felt at national |evel, given
appropriate macroeconom c policies. There is a time |ag of at

| east one year, it is hoped that the inpact which has been
identified at sectoral level will eventually be felt at national
| evel and beyond.

B. RECOMMENDATI ONS

The recommendati ons bel ow flow fromthe thenmes reveal ed during
the analysis of the data on inpact of the HRD training
wor kshops.

1. On the basis of our analysis it is evident that the HRD
trai ni ng workshops have had a positive inpact on the SMES
and is inline with the Mssion's current CPSP objectives
and since the total coverage is only Six Hundred (600)
participants we reconmend that the training program be
extended so that nore SMEs woul d benefit.

2. We observed that one of the constraints fornmer trainees were
facing was | ack of access to credit, therefore, we recomend
that the HRD Training Program should work out a systemto
include referral and continuation of the current efforts of
sensitising banks on viability of investment proposals from
former trainees.

3. We found evidence to the effect that, the nunber of
wor kshops attended had a positive relationship with inproved
capacity and performance of trainees. W therefore,
recommend the continuation of the current practice which
encour ages trai nees who have conpl eted Basic Course to
attend further Training workshops.

4. Durati on of the workshops was cited by nost respondents as
being too short for nobst subjects. W recommend that
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wor kshops' duration be increased to an average of three (3)
weeks this will enhance effectiveness.
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10.

11.

12.

The design of future training programmes should have

provi sion for inclusion of topical subjects such as VAT as
and when need arises. This will ensure continued rel evance
and effectiveness of the traini ng workshops.

The Government of the Republic of Zanmbia should ensure
effectiveness of such training by providing/and or
facilitating access to soft |loans to former trainees.

The Governnment of the Republic of Zanbia and/or SSIAZ shoul d
ensure continuity of the training programmes even after
USAI D sponsorshi p, through a cost sharing approach with
partici pants. The current initiatives to train master
trainers should continue and in addition, |ocal training
institutions should be identified and encouraged to
participate in the training progranmes so that eventually,
|l ocal training institutions would takeover the running of
t he programes.

The process of planning training should include collecting
basel i ne data agai nst which the inpact of training can be
assessed.

Local i zed and cheaper training sessions which woul d
accommpdate Youths and illiterate wonmen for whom training
materials should be translated into | ocal |anguages are
recomended.

Participants capacities in cost sharing should be eval uated
before participation rates are set. Inclusion of other
facilities such as nedical cover during training is
recommended.

Trai ning progranmes should al so target prospective
entrepreneurs so that they are prepared with appropriate
busi ness techni ques before they commence their operations.

We recommended that credit managers for all |ending
institutions should be encouraged to visit small scale

busi ness prem ses to acquaint thenselves with the strength,
probl ens and opportunities in the small scal e sector.

93



APPENDI CES

94



APPENDI X |

HRDA PROQJECT 698-0463. 11
| MPACT MONI TORI NG PLAN
SCOPE OF WORK

BACKGROUND

The Human Resources Devel opnment Project was established in
Septenber 1991. In June 1994, an anendnent to the original
grant was nmade to transfer the Commerce, Trace and | ndustry
in keeping with the project's focus on the private sector
devel opnent. The project ainms at strengthening basic and
advanced busi ness nmanagenent productivity and growth anong
the existing SMEs. Owners and nmanagers of small and nedi um
scale enterprises are the target group for this project. In
fostering private sector devel opment the project has been
wor ki ng very closely with the Zanbi a Confederation of
Chambers of Comerce and I ndustry, the Small Scal e

| ndustries Associ ation of Zanmbia, the Zanbia Federati on of
Associ ation of Wonen in Business, and the Youth
Entrepreneurs Associ ati on of Zanbi a.

I n Septenmber 1993, a contract with Clark Atlanta University
(CAU) was signed to inplenent the training. The training
has been provided by | ocal resource institutions as well as
by CAU. The inpact to be assessed will cover the period of
the CAU contract from October 1, 1993, to Septenber 30,
1995. A series of business workshops and seni nars has been
undertaken in areas such as Business Planning and Basic

Fi nance, Export Marketing, Foreign Exchange and Money

Mar kets, Accounting, Taxation and Business Law and Trai ni ng
of Trainers. O her training courses planned prior to

Sept enber, 1995 are: Business Contracting for SMEs,
Producti on Managenent, Quality Control and Managenent
information Systens. Training sem nars and wor kshops have

been carried out mainly on the "line-of-rail”, with the
exceptions of semnars held in Chipata and in Mongu. A
sem nar is planned for Kasama and possibly Sol wezi. The

project has trained 303 owners and nmanagers of busi nesses
from October 1, 1993 through December 31, 1994. It is

proj ected that another 300 business owners and managers wil |
be trained by the end of Septenber 1995, for an estimted
total of about 600 survey respondents.
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The inpact which is sought is change in econom c behavi our
that results fromaltering and inproving the stock of

i nformation enjoyed by designated small business nen and
wormren. The HRD Project |Inpact Monitoring Plan was devel oped
by Anex International and Creative Associates Inc., at the
request of USAI D/ ZAMBI A.

The nonitoring Plan teamrevi ewed HRD project docunents and
conducted a series of discussions and interviews with forner
trai nees, local training providers and consultants. The
Trai ni ng Sub-Conm ttee and Project

Executive Comm ttee nmenbers, business association officials,
CAU HRD Project staff and USAID officials were also
consul t ed.

OBJECTI VE

The objective of the Plan is to carry out an assessnment of
the inmpact of the HRD Project training provided from October
1, 1993 through Septenber 30, 1995.

ACTIVITY TO BE PERFORMED

The purpose of this Monitoring Plan is to provide
USAI D/ ZAMBI A with information to determ ne the val ue of the
training and justification, if any, for continuing this type
of training. |Inpact evidence sought are to:

1. measure or estimte the econom c behavi our change
i nduced by this training;

2. determ ne the extent the change was attributed to the
training;

3. estimate the extent the training was critical to the
change

The Contractor will review the project relevant materials.

The Contractor will pre-test and adni nister the

questionnaire devel oped by Anex International and Creative
Associ at es.

Pretesting the questionnaire
The contractor will pretest the proposed five-page
guestionnaire before it is adm nistered to the trainees.

The pretest should be carried-out using a small group of
trai nees, preferably in and around Lusaka. |In the pretest,
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the contractor will ensure that the questionnaire is
under st andabl e by the trainees to be surveyed.
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Once the questionnaire has been pretested, revised, and
approved by the USAI D/ ZAMBI A Project O ficer, it will be
used as the inpact assessnent tool to be adm nistered to all
HRD trainees. No alternations to the questionnaire can be

i ntroduced wi t hout advanced approval in witing of the

USAI D/ ZAMBI A Project Officer.

Perform ng the assessnent

The adm nistration of the post-training questionnaire wll
begin at the inception of the local firms contract. The
contractor will adm nister the post-training questionnaire
at two points for each trainee: (1) Three nonths after the
conpletion of training, and (2) again at approxi mately one
year or nore after training. The Three-nonth assessnent
will only be possible for those who have received training
by September 1, 1994. This phase will involve mailing the
questionnaire with a stanped sel f-addressed envel ope to al
participants at the relevant tinmes. Trainees wll be asked
to fill out the questionnaire and return it to the
contractor.

Tabul ati on and data entry

Once the questionnaires are received, the data from

i ndi vi dual questionnaires will be tabul ated and entered into
a sinple database which the contractor can propose. The

t ool chosen should allow the contractor to tabul ate, cross-
t abul ate, and perform other analyses as well as present data
in a graphic formfor reporting.

The Contractor w |l devel op focus groups and case studies.
In addition to adm nistering the questionnaires, the contractor
will also use the follow ng techniques for nonitoring inpact.

Focus group interviews: The focus groups should begin in the
first quarter of the local contractor's work period. The
contractor will conduct a total of four focus group interviews
for 5-10 trainees, in four |ocations of Zanbia, representing
different types of training. The choice of groups and

i ndividuals will be determ ned by USAI D/ Zanbi a, CAU trai ning
staff, and the inpact nonitoring contractor. The contractor
wi Il comrunicate with the individuals in advance and coordi nate
a 2-3 hour group interview for each group, approximately six
nmont hs after conpletion of training. The contractor will be
responsi ble for all |ogistical arrangenents and staff
transportation to and fromthe sites. These focus groups w |
generate quantitative and additional quantitative data which
will require interpretation by the contractor in a sunmary

98



report.
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Case studies: The case studies will begin at the inception of
the | ocal contract and continue through the end of this
activity. The contractor will devel op case studies for three
firms affected by training to provide greater quantitative depth
in analyzing inpact. Three firms and trai nees would be chosen
by USAI D/ Zanbi a and CAU. In devel oping the case studies, the

| ocal contractor will be required to trace the trainees through
a series of at least three interviews each, and report how t hese
trai nees were particularly successful or unsuccessful in
applying their training and increase their business
opportunities, highlighting the |Iinks between training and
change at various points in tine. |Information will be gathered
at these tinmes fromvarious sources such as famly nenbers,
clients, conpany staff and conpany records.

Anal ysi s and reporting

The Contractor will be required to analyze and summarize the
data coll ected, and prepare reports to USAI D/ Zanbi a every three
nmonths with the follow ng information:

Executive Summary

Tabl e of Contents

Background (activities, techniques, study sanple)
Fi ndi ngs

Concl usi ons and Reconmendati ons

Attachments (instrunments, tabul ations)

A final report will be submtted at the end of the contract that
is a cunul ative analysis of questionnaire results, focus group
interviews, and case studies, as well as summary concl usi ons and
final recomrendations regarding training for inpact. More
informati on on specific reporting requirenents are given bel ow
under VI Deliverables.

| V. METHODOLOGY

I n assessing the inpact of training the nethodol ogy to be used
by the inmplenentors of the Monitoring Plan will be
guestionnaires, focus groups and case studies. These surveys

wi ||l be conducted periodically within the line of rail where the
trainees are located. This assignnment is broken in three tasks.

Task 1. To admi nister the questionnaires
The work includes the pretest of questionnaires, miling,

t abul ati on of the response database, analysis of results, draft
reports preparation and finalization of the reports. The

100



guestionnaires shall be adm nistered to former trainees three
mont hs after conpletion of training and one year after training.
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Task 2. Focus Groups

Four focus groups sessions will generate qualitative and

addi tional quantitative data which will deepen and enhance
specific information capture through the mail ed Questionnaires
met hodol ogy. The four major themes for the focus groups are:
Busi ness Pl anni ng, Export Marketing, Production Managenent and
busi ness contracting for SMEs. The focus groups shall have
approxi mately 5-10 nenbers for each of the four major thenes.
The consultants shall prepare a focus group guide and
guestionnaires, conduct focus group interviews in Lusaka and in
three sites outside Lusaka, analyze the information, prepare and
finalize reports be presented to USAI D.

Task 3. Case Studies

In addition to the mail ed questi onnaire and focus groups
interviews, the consultant shall conduct case studies on three
firms. The studies will provide a thorough, |ongitudinal | ook
at the firms and track the progress of HRD Project fornmer

trai nees. The consultants shall conduct a series of 3
periodical interviews to highlight how capacity building,
performance i nprovenents and business growth were affected as a
result of training. The consultants shall prepare case study
qgquestionnaires and interview gui dance, interview former trainees
in Lusaka and two sites outside Lusaka, analyze the data and
prepare the report for subm ssion to USAID.

\% SPECI AL SKI LLS/ QUALI FI CATI ONS

It is estimated that two consultants shall be responsible for
this assignment. The mninmum qualifications for staff nenbers
to conplete these tasks shall be as foll ows:

1. Education: University degree in social sciences
di sci pli nes, such as Busi ness Managenent and
Adm ni stration, Econom cs, Sociol ogy, Anthropology and
Statistics.

2. Experi ence: Should have conducted at |east three
survey activities in Zanmbia preferably in connection
with the energing private sector. Provide at |east

sanpl es of surveys conducted personally by the
proposed consultants. These surveys should be included
in the proposal

3. Conpetency in Zanbia national |anguages and know edge
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of Zanbi a.
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WORK PLAN: The contractor shall present a work plan five working

days after signing of the contract. The work plan will cover
specific time frame for each activity, level of effort in person
days and a tinetable for report subm ssion. USAID wll review

and approve the plan.

Interim Quarterly Reports: The contractor shall submt two
interimreports, one three nonths after contract signing, the
second after six nmonths. The last report is to be submtted
bef ore Septenber 15, 1995. Draft copies(2) of the report shal
be submtted to USAID for review prior to finalization. USAID
will provide comments within ten days after receipt.

The first quarterly report is critical in ternms of USAID/ Zanbi a
deci si on maki ng on the extension of the project beyond Septenber
30, 1995. (The extension of the project could also entail
nmonitoring activities for the local contractor. The first
report should be submtted to USAID/ Zanbia not |ater than 90
days following contract signing i.e. on or about m d-May 1995.
It should include questionnaire, focus groups and case study
analysis for all former trainees who have conpleted training
since october 1993.

The second interimreport shall include all forner trainees who
responded to the first questionnaires and continuation of focus
study and case study activities. The reporting format shall be
the same as in the first interimreport.

End of Contract Final Report: A final report shall be submtted
at the end of the contract which will be a cumul ative anal ysis
of previous reports, conpleted case studies, summary results of
focus group interviews, and the contractor's sumary
recommendations regarding training for inpact. N ne bound

copi es, one unbound copy as well as a diskette of the final
report shall be submtted ten day after the conpletion of the
final assessnment. The text should be prepared in Wrd Perfect
5.1 or in a word processing program conpatible to Wrd Perfect.

VI REPORTI NG REQUI REMENTS

The Contractor will work under the general supervision of the
CGeneral Devel opment Officer, Val R Mahan, M. Mahan wll need
to be consulted on any revision to the ternms of this
assignnment. Reporting requirenents have to neet the
deliverables stated in Item Vi
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APPENDI X 1[I

HUMAN RESOURCES DEVELOPMENT PRQIECT

POST- TRAI NI NG | MPACT QUESTI ONNAI RE

Dear Tr ai nee:

As the monitoring and eval uation contractor for USAID, we are

seeking information that will be used to inprove the quality of
the training HRD wor kshops and to assess their effectiveness.
Your response will be held in confidence and used for anal ytical
pur poses only. Your candid feedback will be nost hel pful. W

appreci ate your cooperation with this evaluation questionnaire.

Dat e Today: / / NRC Number :
day nonth year
1. Sur namne: M ddl e Name:

G ven Nane:
2. Busi ness Address(Street address and PO Box):

3. Phone: Fax:
4. What is your job title or position?
5. How may peopl e are enpl oyed in your business (excluding
yourself)?_
6. Are you a nenber of business association?___yes __ no
| f so, which one (s):
Are you currently active in the association(s): yes No
7. Name and date of HRD training workshop(s) you attended:
a.
b.
c

8. What new skills did you get fromthe HRD training course
(s)? Please indicate whether the skills you | earned were
basic (B) or advanced (A).

_____ a. Busi ness Pl anni ng/ basi c finance

_____ b. Mar ket i ng

_____ C. Contracting

_____ d. Managi ng i nformati on systens

_____ e. Managi ng for quality in design/production
_____ f. Managi ng production

_____ g. Accounting and managi ng finances

_____ h. Managi ng human resources

Ot her (specify):
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VWhich of the follow ng activities have you done in your
busi ness? (check all that apply)

Bef ore HRD After HRD
Tr ai ni ng Tr ai ni ng
Est abl i shed
a book of
accounts

Prepared a
busi ness
pl an

Devel oped a
mar ket i ng
strat egy

Pr epar ed
t enders

M S?(wksp
obj ective
unknown)

I nt roduced
quality
control

t echni ques

I ntroduced

i mprovenments
to
production

| mpr oved
record
keepi ng and
accounti ng

HR? (wksp
obj ective
unknown)
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10. How nuch of what you learned in the HRD workshop(s) have you
been able to put into practice in your business? (check.)
~a. None b, Alittle c. A great deal
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11. If you have been able to apply a great deal of your
training, please describe an exanple that you have nmade as a
result of the workshop(s). Please be specific.

12. If you have applied little or nothing, please identify the
factor related to the project or internal to your business
that m ght have limted your ability to apply the training.
(Nunmber rank the top three reasons.)

___a. Trai ning was not applicable to ny needs

___b. Training was too basic; nore advance training
needed

___C. Resi stance of fam |y nenbers to change

. Resi st ance of busi ness partner, co-workers, or
enpl oyees to change

__e. Too many ot her demands on ny tine

T Limted funds, equipnent, material or staff

0. No | onger in business

___h. Ot her (specify):

13. \Which of the following activities has your business done
since your training?(Check all that apply.)

Applied for new credit

Approached new mar ket s

| nproved the quality or quantity of tenders

M S??

| nproved the quality of products/services

| ncreased production

| nproved financial managenent

HR??

Ot her (specify):

0 KQ "o oD

14. Do you think you would have done any of these activities
wi t hout the HRD training? (Check one.)

__a. Yes ___b. No ~c. Do not know
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15.

Since your training, has your business changed in the
foll owi ng ways? (Check one box per category.)

Sanme as | ncreased

before

Not Decr eased
Appl i cabl
e

a. Anmpunt
of credit

b. Nunber
of
clients

c. Number
of
contracts

d. MS?

e. Anpunt
of sale

f.

qual ity
of
deci si on
maki ng

g. HR?

_16. To what extent do you think these changes are direct

results of the HRD training?

17. Do yoﬂ_Think t hese changes woul d have occurred if you had

None b, Alittle ___c. A great deal

not received the HRD training?

18. \What factor do yoﬁ_think limt the inpact of the training on

_a. Yes __ b. No cC.

Do not know

your business?

Econom c condi tions

Cul tural /1l egal biases against wonmen
Governnment policies

Attitudes/policies of banks

Strength of conpetitors

Avai l ability of skilled |abour

Avai l ability of equi pnent and raw materials
Ot her (specify):
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19.

20.

21.

22.

Have the gross revenues of your business increased since the
HRD trai ni ng?
~a. Yes __ b. No __ c. Do not know
I f yes, by what percentage? (Check only one.)
a 1-25%
b. 26- 50%
C. 51-75%
d 76- 100%
e 100- 150%
f Over 150% (pl ease specify):

To what extent did outside econom c conditions (such as
inflation) affect your revenues?
~a. None ___b. Alittle __ c. A great deal

VWhat have you done with the increased revenues? (Check al
that apply.)

a Deposited in business bank account
b. Made paynments on business | oans

C. Pai d for business advice

d Trai ned self or enployees

e Hired additional enpl oyees

f Bought materials and supplies

0. Pur chased new equi pment, building or |and
___h. Add new product/services

. Started new busi ness

. Used for personal expenses

k. O her (pl ease specify):

What are the byproducts or other benefits of your training?
(Check all that apply.)

___a. New contracts (sources of materials,
referrals,clients)

___b. | nformati on about busi ness associ ati ons

___C. | ncreased understandi ng of the role of Governnent
i n busi ness

. | ncreased awareness of the inportance of good
managenent skills

__e. | mproved presentation skills

. | ncreased confidence

0. | ncreased notivation

___h. Better separation of business and famly matters
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O her

(specify):
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23.

24.

25.

What is the single greatest benefit you gained fromthe HRD
training?

Have there been any negative results? _  Yes No
| f so, please
descri be:

What recommendati ons do you have to inprove the HRD training
progr ant?

26. Wul d you recommend HRD wor kshops to ot hers?

__a. Yes ___b. No ___c. Do not know

THANK YOU FOR YOUR COOPERATI ON
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APPENDI X [11
HUMAN RESOURCES DEVELOPMENT PRQIECT
I MPACT MONI TORI NG PLAN
CASE STUDY | NTERVI EW GUI DE

| dentify significance of sector to devel opnent
Revi ew performance of sector.

Participant Profile

1. - Organisation
- (Number of Units (ownership)
- Nunmber of enployees (MF)
- Legal Status (sole proprietorship)
- Partnership, corporation, other cooperatives.
- How I ong have you been running the enterprises

2. Per sonnel
a. Literacy, training, formal, informal education.
b. Marital Status
c. Household size (dependent on the enterprise)

3. Production
a. Geographical location
b. Operating |location
c. Technol ogy
d Producti ve

4. Mar ket i ng
Mar ket Desti nation
Sal es Val ue
Conpetition

5. FI NANCE
a. Capital - Start up, annual etc
b Fi nanci ng sources
c. Financial Managenment
d Ear ni ngs

6. SI ZE OF ENTERPRI SE

7. TYPE OF ENTERPRI SE
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8. Fi nanci al Records
- Bal ance sheet
- Profit and Loss
- Production Records
- Other Managenent/ Personnel Records

9. Check Sanmpl e Bank Statenents (if possible)
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APPENDI X IV

HUMAN RESOURCES DEVELOPMENT PRQIJECT

| MPACT MONI TORI NG PLAN

FOCUS GROUP DI SCUSSI ON GUI DE

1. Wel cone the participants and thank them for com ng.

2. I ntroduce the team

3. Explain team's work. Provide a sinple explanation of the
project w thout giving away the exact nature of the research
guesti ons.

4. Explain the different roles of the team

5. Expl ain why the participants were chosen. Include the
i nportance of their contribution to the study and the
conmuni ty.

6. Make sure people understand that the session will be

confidenti al .

7. Explain that you will be using a tape recorder for the
session in order to renmenber |ater what was sai d.

8. Expl ai n how the focus group works and "ground rul es".

- a group discussion that is built around certain
questi ons;

- Session lasts for around an hour and hal f.

- Because of need for tape recording it is
essential that only one person talks at a tine;

- at certain tines the observer may need to check a
point with the noderator, so please be patient.

9. Expl ain that because of time constraint you may need to nove
onto the next question before the group has really expl ored
on area.
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10. G oup nmenbers introduce thensel ves.
11. Ask for any questions.

12. Start the session.................
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APPENDI X V
HUMAN RESOURCES DEVELOPMENT PRQIECT
| MPACT MONI TORI NG PLAN
CASE STUDY

QUESTI ONNAI RE

A. GENERAL PARTI CULARS

Name of Participant ........ ... . . . . . . . . .. i
Location (Town/ Province) . ...... ... ...
Postal Address . ..... ... ...
Physical Address .. ..... ... ..
Tel ephone NO. ... .
Fax NO. . e
Sector/Sizel ActiVvity ... . . . .

ProdUucCt S . .. ..

Years in Operation ...... ... .. ..t
Banker s: ...
AUdi T OF S
LAWY B S L

B. BACKGROUND | NFORMATI ON ON ENTERPRI SE
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Start of Operation: .......... .. . . . . .. ..
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Capital Start Up . ... .. . . .
Annual Working Capital: .......... ... ... ......

Source of Finance: .......... . . . . .. ... ... ...

OPERATI ONAL PARTI CULARS

1. CAPI TAL COST

Land and Bui |l di ngs

Local cost
For ei gn cost

Machi nery and Equi pnent

Cost

Duti es and Taxes
Vehi cl es

Cost

Duti es and taxes

O her I nvestnents and Conti ngenci es:

Cost
Duti es and taxes

Total Capital Cost

121



122



2. MEANS OF FI NANCE (Sources) (Anmounts)

Overdraft

Omers's Equity

Loans - Long Terny Short Term
Wor ki ng Capi t al

Tot al Fi nance Enpl oved

3. REVENUE DATA

Pr oduct s
Type/ Name Product (a)
Quantity Produced per nonth/annum (Units)
Capacity Qutput (Units)
Price/Units (Selling Price)
Type/ Name Product (b)
Quantity Produced
Capacity Qutput (Units)
Price/unit (Border price)

Price/unit (selling price)

TOTAL REVENUE
OF WHI CH EXPORT
TOTAL CAPACI TY OUT PUT

CAPACI TY UTI LI ZATI ON

4. VARI ABLE COST DATE

(i) Raw Materials

Nane of | nput 1
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Quality used (units)
Price/unit

O her related costs
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d

(i)

Name of Input 2,3,4

TOTAL VALUE RAW MATERI ALS

MANAGEMENT:
No.
Cost / Mont h/ Annum

Labour Cost

No. of Wage Earners
Aver age Wage rate
No. of Sal ary earners
Aver age Sal ary Rate
Power Cost
Transport Cost

Spar es

Mai nt enance

Ot her Expenses

| nt er est

Taxati on

TOTAL VARI ABLE COSTS

NO. HUMAN RESOURCE POAER

Managenment No. (nen/wonen)

Skilled (nmen/Wnen)

Unski | | ed (nmen/ wonen)
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6.

No. Trained (men/wonen)

SOCI AL/ CULTURAL

- Ratio of nmen to wonen
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10.

11.

12.

- Social facilities provided

Housi ng

Medi cal
Educati on
Nutritional

Recr eati onal
Soci al Security

ENVI RONVENTAL | MPACT

Noi se

Pol l ution

Di sease QOccurrence
Sani tation

Stress

PROJIECT' S ACHI EVEMENTS

Before training
After the training

MAJOR PROBLEMS AFFECTI NG THE PRQOJECT

PROPOSED SOLUTI ONS

FUTURE PROSPECTS

Training (Human Resource Devel opnent)

Expansi on (Enterprise)

RECOVMENDATI ON
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10.

11.

12.

13.

14.

15.

APPENDI X VI

BUSI NESS PLANNI NG AND BASI C FI NANCE
LUSAKA AND COPPERBELT BASED WOMEN ENTREPRENEURS
FOCUS GROUP | NTERVI EW QUESTI ONNAI RE
Do you think the course you attended contri buted sonethi ng
to the managenent of your conpany.

O the techniques you learnt would isolate any single
techni que as the nobst useful.

Any ot her techniques which you think are useful.

What ki nd of problens were you facing before HRD training
wor kshop.

Wth reference to your organisation have you noticed any
change after your training and what has been that change.

G ve specific exanpl es of achi evenents which you coul d
attribute directly to the training you received.

Many of you, if not all of you, have attended ot her
wor kshops, why is it that the HRD training workshops are
particul arly successful.

What woul d you suggest for the financing of this type of
training after the USAID grant.

Access to credit why is there a problem

How woul d governnent grants help uplift SMEs.

How do gender issues affect effectiveness of HRD training.
How has the introduction of VAT affected your business.
Woul d you recommend this course to anybody and why.

Do you think there is demand for this type of training and
why.

Recommendati ons.
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10.

11.

12.

13.

14.

APPENDI X VI |
BUSI NESS CONTRACTI NG FOR
SMALL AND MEDI UM ENTERPRI SES

FOCUS GROUP | NTERVI EW QUESTI ONNAI RE

Do you think the course you attended contri buted sonething
to the success of your conpany.

Of the techniques you learnt would you isolate any single
techni ques as the nobst useful.

Any ot her techniques which you think are useful.

What ki nd of problens were you facing before HRD training
wor kshops.

Wth reference to your organi sation have you noticed any
change after your training and what has been that change.

G ve specific exanples of achievenents which you could
attribute directly to the training you received.

Many of you, if not all of you, have attended other
wor kshops, why is it that the HRD traini ng workshops are
particul arly successful.

What woul d you suggest for the financing of this type of
training after the USAID grant.

Access to credit why is there a problem

How woul d governnent grants help uplift SMEs.

How do gender issues affect effectiveness of HRD training.
How has the introduction of VAT affected your business.
Woul d you recommend this course to anybody and why.

Do you think there is demand for this type of training and
why.
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15. Reconmmendati ons.
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APPENDI X VI |1

PARTI CI PANT STATI STI CAL SUMVARY

Oct ober 1993 to May 1995

TRAI NI NG ACTI VI TI ES COVWPLETED OR | N PROGRESS (25)

TOTAL NUMBER OF PARTI CI PANTS 533
Total Male 272 (51%
Total Fenmal e 261 (49%

TOTAL PARTI CI PANTS | N BUSI NESS COURSES

(20 COURSES) 450
Total Male 213 (47%
Total Fenml e 237 (53%

BUSI NESS PLANNI NG AND BASI C FI NANCE (14 Courses) 312

Mal e 130 (42%
Femal e 182 (58%

EXPORT MARKETI NG STRATEGI ES (3 courses) 65

Mal e 40 (62%
Femal e 25 (38%

BUSI NESS CONTRACTI NG FOR SMEs (1 course) 25

Mal e 15 (60%
Femal e 10 (40%

MARKETI NG MANAGEMENT (2 courses) 68

Mal e 48 (719
Femal e 20 (29%
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PARTI Cl PANTS I N OTHER ACTI VI TI ES/ COURSES 83

Mast er Trai ners Workshop (1)
Mast er Trai ners Workshop (2)

Bour se Gane

24

Regi onal Agri Busi ness

Wor kshop
TECHPRO

Tot al
Tot al

Provi nce
Lusaka
Copper bel t
Centr al

Sout hern
Eastern

West ern

Nort hern
Nort h- West er n
Luapul a

TOTAL

17
17

59 (71%
24 (29%

PROVI NCI AL  BREAKDOWN
(For Business Courses)

133

Partici pants

157

89

24

49

26

27

32

43

03

450

14
11



COVER LETTER APPENDI X | X
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FOLLOW UP LETTER APPENDI X X
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10.

11.

12.

APPENDI X Xl

HUMAN RESOURCES DEVELOPMENT PROJECT
| MPACT MONI TORI NG PLAN
BUSI NESS PLANNI NG AND BASI C FI NANCE WORKSHOP
FOCUS GROUP | NTERVI EW6 QUESTI ONNAI RE
( EASTERN PROVI NCE ENTREPRENEURS)

What woul d you consider as the nobst inportant techniques you
| earnt fromthe workshop on Business Pl anni ng and Basic
Fi nance.

What ot her techni ques of |esser inportance did you |earn.
How have you used the acquired know edge in your business.

To what extent has the workshop i nproved the performance of
your conpany.

Woul d you cite exanples of achievenents in ternms of orders
secured, increased sales etc.

Woul d you recommend the workshop to any body and why.

s there any other conplinentary factors which woul d enhance
the effectiveness of the workshop.

Were you in business before the training and what probl ens
did you encounter then.

Coul d you explain the difference between an organi sation
with a Business Planning System and one without.

What aspect of your business inproved since you attended the
training course.

What skills would you say inproved after the training
wor kshop.

What conponents of a Business Plan are you nost confortable
W th:

Executi ve

Conpany Descri ptions

Mar ket potenti al

Fi nanci al Summary

Products and services plan etc.

* X X X X

136



13. \What recommendati ons would you nake in respect of BUSI NESS
PLANNI NG AND BASI C FI NANCE WORKSHOP
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10.

11.

12.

APPENDI X Xl
HUMAN RESOURCES DEVELOPMENT PRQIECT
| MPACT MONI TORI NG PLAN

EXPORT MARKETI NG STRATEG ES WORKSHOP
FOCUS GROUP | NTERVI EW6 QUESTI ONNAI RE

What woul d you consider as the npbst inportant techni ques you
| earnt fromthe workshop on export marketing strategies.

What ot her techni ques of |esser inportance did you |earn.
How have you used the acquired know edge in your business.

To what extent has the workshop inproved the performance of
your conpany in export business.

Woul d you cite exanples of achievenents in terns of orders
secured, increased sales etc.

Woul d you recommend the workshop to any body and why.

|s there any other conplinentary factors which would enhance
the effectiveness of the workshop

Were you an exporter before the training and what problens
did you encounter then.

Coul d you explain the difference between export and donestic
mar keti ng

What aspect of your business inproved since you attended the
trai ning course.

What skills would you say inproved after the training
wor kshop.

What factors would you consi der before choosing an export
strategy.

-  Speed of Entry
-  Costs

- Flexibility

- Risks invol ved
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13. \What recommendati ons woul d you nake in respect of EXPORT
MARKETI NG STRATEGY WORKSHOP.
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Cochran, G WIIliam

Coppers and Lybrand
The services G oup
SRI I nternational

Creative Associ at es
| nternational, Inc

Creati ve Associ ates
I nternational, Inc

Fel i pe, Tej eda.
Andrew, C. G boy.
Fl avier, T. Ndoko
Em | e, Nzal i

Fel i pe, Tejeda
El i zabeth Torrey
Mel ai ne Sanders-Smth

chawa and
Davi d.

Nachm as,
Nachi as,

Managenment Devel opnent
and Advi sory Services
of the Managenent
Devel oprment Unit

APPENDI X XI |

Bl BLI OGRAPHY

Sanpl i ng Techni ques
Third Edition, John
W1l ey and sons, 1977

Zanbi a Private Sector
Assessnment. Final report
Novenmber, 1992

The | npact of Training
on Devel opnment: A study
of the USAI D- sponsored Training

Initiatives in Swazil and.
Novenber, 1992

Training I npact strategy
country Training Strategy
USAI D/ RWANDA
Decenber, 1992

| npact Eval uati on of

USAI D- sponsored participants
in Caneroon: 1961-1993

Amex i nternational, | nc,
November, 1993

HRDA | npact Mbnitoring
Pl an. USAI D/ ZAMBI A
Amex I nternational,|nc
January, 1995

Research Met hods
in the Social sciences.
Al ternative second edition
Reprinted 1991, Auckl and

Zanbi a Manageri al

Manpower and Tr ai ni ng

Needs Survey of the private
and parastatal sector: Final
Report April, 1977
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Sanuel, T. Harnon
Getta, A Mddl eton
Chi sel ebwe, Ng' andwe
Vi vi an, Wat ki ns

Worl d Bank

CAU/ HRD

USAI D/ Zanbi a

USAI D/ ZAMBI A country

Training Strateqgy for
Human Resour ces Devel opnent
in support of the Private

Sect or.

Suppl vy and Devel opnent f or

Fi nances of Smmll Enterprises

in Ghana. Worl d Bank Di scussi on

papers. Africa technical Departnent
series June, 1994

Strateqgic Planning Docunent, April 1994.

Country Program Strategic Plan, FY 1993-

1997, USAI D/ Lusaka June 1993.
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APPENDI X X'V

TABULATI ONS AND CROSS- TABULATI ONS
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